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PART E
Naval Eacilities Engineering Command
For Period Covering October 1,:2012 to September 30, 2013
EXECUTIVE SUMMARY -

‘The Mission of the Naval Facilities Engineering Command

Prvnisfntfiiiel - Ertyteniuiet b u oo,

he-Naval Eaciliies Er (ing SomImanc \iy )

biilds and maintains sustainable fadilties, delvers GHiites and services; and providess:
Navy expeditionary combat force capabilities. There are 12 component commands
within the NAVFAC, 10 of which are Facilities Engineering Commands (FECs) that

report directly to the two larger NAVFAC Commands which are the NAVFAC Atlantic in

s Engineeting Command (NAVEFAC) is a Systems Command that

Nerfolk, Virginia and the NAVFAC Pacific in.Pear! Harbor; Hawaii. The'NAVFACs
18,000 employees include Civil Engineer Corps officers, civilians and contractors-who
serve as engiheers, architects, contract specialists and professionals of which _
approximately 16,722 are civilian employees. The NAVFAC delivers best value facilities
engiheering and acquisition for the Navy and Marine Corps, Unified Commanders, and
Department of Defense agencies through its six business lines; Capital iImprovements,
Enviranmental Expeditionary, Public works, Asset Management, and Contingency
Engineering.

The NAVEAG has two centers that perform specialized missions. The Naval Facilities
Engineering and Expeditionary yarfare Center, Port Hueneme, California, which
supporis combatant capabilities and sustainable facilities through specialized _
engineering, technology development, and lifecycle fogistics services. The Navy Crane
Center, based at the Norfolk Naval Shipyard, Ports mouth, Virginia, leads the Navy
shore-based weight hangdling program by establishing policy and providing engineering,
" @equisition; technical ‘suppert, training and evaluation services {0 all Navy shore. .
activities worldwide.

Bata

The statistical data for workforce demagraphic participation rates used in this report was
obiained from the Department of Defense Givilian Personnel Data Systems (DCPDS).
Data from DCPDS to prepare the NAVFACs FY 2013 Management Directive 715 (MD-
748) Report was downleaded by Depa riment of the Navy (DON) Equal Employment
Opportunity (EEO) staff on 30 May 2013-and it was deployed fo the NAVFAC: In
previous years, the DON Affirmative Employment Reporting Toot (DART) and eVersity
data systems were used to obiain workforce demographic participation rates but the use
of those data systems were discontinued in. FY 2013,

The information in this report represents a snapshot by Race, National Origin (RNO),
sex and disability of the NAVFAC. workforce pariicipation raies as of 30 May 2013 in
compatison with the FY 2012 workforce and the Naticnat Giviliap Labor Force (NCLF)
rates. The Census 2000 tracks the Nations occupations where workérs live and work




and the Gensus 2000 fileé contains data on the number of people empioyed in nearly
500 occupations and the data covers gender, race, ethnicity, age, etc. The Census
2000 was used this reporting period.

The NAVFAC EEOQ Program Overview and FY 2013 Initiatives/Accomplishments
FY 2013 was a yeaf of unprecedented challenges for the NAVFAC workforce. These
challenges included fiscal constraints, a DON issued hiring freeze, sequestration and.
furloughs, the tragic events of the 16 September shooting at the Washington Navy Yard,

_a government shutdown_ the !mpiementatmn of the new Human Resources (HR) semce

daia from DCPDS that was used to. prepare this report and conduct an in- depth bérner
analysis also presented additional challenges this reporting period,

NAVFAC conducted its annual self-assessment against the MD 715 “Six Essential
Elements” of a Model EEOQ Program by comparing FY 2013 and FY 2012 with the
current state of the organization in order to determine FY 2013 accomplishments.
Elements assessed are:

Essential Element A: Demonstrated Commitment from the NAVFAC Leadership,
Essential Element B: Integration of EEQ into NAVFACs Strategic Mission
Essential Element C: Management and Program Accountability

Essential Element D: Proactive Prevention of Unlawful Discrimination

Essential Element £; Efficiency

Essential Element- . Responsiveness and Legal Compliance

These six essential elements serve as the foundation for the NAVFAC to establish a
Maodel EEO Program.

. Element A Bemonstrated Commitment from-Agency: Leadership: - Requiresthe..... . . .

‘agency head to issue written policy statements ensuring a workplace free of
discriminatory haragsiment and a commitment to equat employment:opportunity; that
‘EEQ policy statements have been communicated to all employees; and that the agency
EEO policy is vigorously enforced by agency management,

(1), Strength: NAVFAC senior leadership continues to be fully commitied to
implementing and sustaining improvements to increase the diversity of its
workforce. Senior Executive: Service (SES) Champions wére appointed for eagh
Special. Emphas:s Program to provide seniorleadership for their respective groups
in FY 2012 and they continued to be engaged and invelved in barrier analysis
efforts throughout FY 2013.

{2) Strength: All.component C'ommandersf{:ommandmg Officers have re-issued
current EEO policy statements that are posted in the NAVFAC buildings, on
internal bulletin boards, and on internal websites.

{3} Strength: Questions provided in EEOC’s MD-715 Part G were used as a starting
point in the review of personnel practices, policies and procedures which are
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examined on a regular basis to identify specific barriers and or deficiencies in
agency policies and procedures and employment practices that limit equality of {
opportunity for any and all groups within the Enterprise.

(4) Strength: In FY 2013 senior leadership sought and received approval
and funding for a new NAVFAC EEO Complaints Manager position. This position
will be responsible for addressing the critical need to improve timeliness of the
NAVFACs complaints processing and will be filled in FY 2014.

5 %ggth ; Tha NAVFAC____EED At;!v_;sqry Commlttee”contmued _to_'ensure that senior

advancément and reténtion of all EEO grcups mc!udmg incividuals w;th targeted
disabilities (IWTDs). One of the major functions of the Advisory Committee is to
conduct barrier analysfs.

(6) Strength: Sufficient resources were provided to conduct on-site validation/assist
vigits in FY 2013. One validation visit {Southeast) and one assist visit (EXWC) was
conducted and a schedule was established for additional validation/assist visits in
FY 2014.

{(7) Strength: A dialogue was established with senior leadership regarding the
funding of reascnable accommodation (RA) requests and it was decided that it was
not necessary to establish a separate budget for RA requests because sufficient
funding sources were available.

(8) Strength: The NAVFAC Executive Director who serves as the Individuals
with Targeted Disabifities (WTDs) SES Champion met with all Special Emphasis
Program Managers (SEPMs) and their respective SES Champions throughout the
year to discuss and refine barrier analysis efforts. The NAVFAC Executive

Director provided additional leadership-and- guidance fo the SEPMs particularly-as -

they prepared for their barrier analysis briefing to the Business: Management Board
(BMB) Barrier analysis efforts and findings were briefed to the (BMB), The BMB
is the. decision making board that leads the coordination, integration, and
management of NAVFAC Business and support lines; provides the direction and
oversight of'pmgrams policies, and initiatives that support the NAVFAC workforce;
assists the CIO in the prioritizations, planning, programming, budgeting, and
execution of IT projects within the NAVFAC,

(9) Strength: The NAVFAC managers and supervisors and employees were provided
initial and regular refresher training during the year to understand their
responsibilities under the clvil rights laws, including alternative dispute resolution,
and how those responsibilities figure into the success of the NAVFACs EEQ
program and overall mission.

(10) Deficiency: None noted,
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Element B: integration of EEQ into the Agency’s Strategic Mission: Requires that
the agency's EEO programs be crganized and structured to maintain a workplace that is
free from discrimination in any of the'agency's policies, procedures, or practices, and
supports the agency's strategic mission; that the EEQ Officer has appropriate authority
and resources to effectively carry out the program that EEQ has regular and effective
means of informing the agency head and senior management officials of the staius of
EEOQ programs and are involved in and consulted on management and pergennel
actions by the agency head and suﬁlclent human resources and budget are aliocated

{1) Strength: Senior leaders received regular briefings throughout the year regarding
the status of the NAVFAC EEO program, barrier analysis efforts, the MD-715, EEO
complaints management and status, significant findings or events and other relatecl
EEQG initiatives.

(2) Strength; Following the submission of the FY 2012 MD-715 report the “State of
the EEQ Program” was briefed to senior leaders which addressed all components
of the report and the performance of the NAVFAC in each of the six essential
elements of a2 model EEQ program as well a report on the progress of the
NAVFAC in completing its barrier analysis mcludmg any barriers it identified and/or
eliminated or reduced. Additional briefings with senior leaders were conducted
again upon receipt of the NAYFACs MD-715 scorecard from the Department of the
Navy (DON)..

(3) Strength: The NAVFAC played an instrumental role in the implementation of the
new HRQ service delivery model {o include influencing organizational design,
staffing structure, placements involving coordinated tralmng job design, career

-management efforts. to.ensure proper identification of service delivery and..
addressing systematic issues associated with re-organization.

{4) Strength: NAVFAC managers and supervisors and employees were provided
initial and regular refreshier training during the year to tunderstand their
responsikilities under the civil rights laws, including alternative dispute resolution,
and how those responsm:hties figure into the success of the NAVFACs EEC
program and averall mission.

(8} Strength: The NAVFAC DCO Bupervisor Training which addressed EEQ
Jlaws/regulations, discrimination complaint processing, reasonable
accommodations, special emphasis programs, MD-715 and dwers;ty was provided
enterprise wide.

(6) Deficiency: None noted.




Element C: Management and Program Accountability: Requires the agency head o
hold all managers, superwsors and EEO officials responsible for the effective
implementaticn of the agency's EEO Program and Plan. EEQs and pérsonnel must
meet regularly o assess whether personnel programs, policies, and procedures are in
conformity with instructions. contained in EEOC and DON management directives. EEQ
program officials are required o prowde regular (monthly/quarterly/semi-annually)
updates to. management and supervisory officials.

g

(1) Strength: The NAVFAC leadership has developed and deployed a standard

SO aton P acKkageibTisr detaling Speeiar ninrg autNo s FTeaSonabis ™
accommodation procedures, Alternative Dispute Resolution (ADR) processes
barrier analysis procadures, and other aspects of achieving.and maintaining a
Mode! Program. This standard package was deployed to all NAVFAC Commands
in'FY 2012 and again in FY 2013,

(2) Strangth: The NAVFAC engaged servicing DEEOOs on improving the timeliness

- of complaifts and monitored the process management of the complaint processing
systemn for resolution atterpts and more timely investigations.. A new NAVFAC
EEQ Complaints Manager position has been approved and funded and will be
filled in FY 2014,

(3) Strength: Established all-Special Emphasis Programs (SEP) by appointing two
 Special Emphasis Program Managers (SEPM) for each SEP as well as a
Wounded Warrior Program Manager for the purpose of conducting barrier analysis ¢
to identify possible systemic forms of diserimination and barriers to equal
employment opportunity: All SEPMS conducted a thorough analysis of their
respective areas and briefed senior leaders on their findings throughout the year.

. (4). Strength: During FY 12 the NAVFAC developed.a comprehensive reasonable. ..
accommodation (RA) process utilizing NAVFAC's “Business Management System”
(NAVFAC BMS) which is the commarids’ source for consistent business
processes, practices and resources. |t provides a medium for shanng best
practices and serves as a foundation for improving performances across NAVFAC.,
In addition to consistent business processes, it provides “one-stop™ access for
pertinent resources such as regulations, templates; forms, and links to-other
NAVFAC tools. NAVFAC BMS promotes efficiency and effectiveness by capturing
best practices and making them accessible NAVFAC-wide. The RA process also
established a RA team comprised of first level superviscrs; HR specialists, RA
specialists, Office of Counsel and other staff as deerned appropriate. This RA
process was posied on the NAVFAC portal and was also made avallable to the
workforce through a variety of other venues and was updated in FY 2013,

{5) Sstrengih: Monthly conference calls to disseminate information and to answer
 questions and address issues were conducted througheout the year with the
DEEOOs under the new HR service delivery model, These menthly conference
calls will coritinue to occur in FY 2014 to ensure alignment and accountability of
the EEO programs in this new service delivery modsl,



(8) Deficiency: Nong noted.

Element D: Proactive Prevention: Requires thatthe agency conduct a self
assessment on at least an annual basis to monitor progress and identify areas where.
barriers may operate to exclude certain groups While some barriers are readlly
discernible, most are embedded in the agency's day-to-day employment policies,
practices, and programs; this includes recruitment, hiring, career development,
complehve and non-competltive promotzons trammg awards and mcentwe programs

{1) Strength: The NAVFAC Executive Director who serves as the Individuals
‘with Targeted Disabifities (IWTDs) SES Champion met with all Special Emphasis
Program Managers (SEPMs) and their respective SES Champions throughiout the
year to discuss and refine barrier analysis efforts. Barrier analysis efforts and
findings were also briefed fo the Business’ Management Board (BMB). The BMB is
the decision making board that leads the coordination, integration, and
management of NAVFAC Business and support lines; provides the direction ard
oversight of programs, policies, and initiatives that support the NAVFAC workforos;
-assists the ClO in the prioritizatien, planning, programming, budgeting, and
execufion of IT projecis within the NAVFAC.

(2) Strength: A new recrultment strategy was established in FY 2013 and a
partnership was established with several Navy Systems Commands. Multiple
areas of low participation will be the focus of this new sirategic recruitment
initiative. Triggers of continuing low participation have been docurmented for
Hispanics (Males and Females), Females (White), and Individuals with Targéied
Disabilities (IWTDs) at the majority of NAVFAG sites.

(3) Strength: In FY 2012 and FY 2013 the Naval Facllltles Commands (FECs}
reparted that attitudinal barriers by supervisors and managers existed as
evidenced by comments made.in one on one canversation’s, training sessions and
other public forums. Some FECs are addressing attitudinal bamers with increased
training initiatives and by communicating with other commands to-determine best.
practices. for eliminating the barrier.

(4) Deficiency: None noted.

Element E: Efficiency: Requires that each agency shall assure that individual
complaints are thoroughly investigated; that a model EEQ program must have an
efficient and fair dispute resolution process; and effective systems for evaluating the
impact and effectiveness of its EEOQ programs.

{1} Strength: The number of formal NAVFAC EEO complaints
filed in FY 2013 are at the lowest rate since FY 2008, in FY 2008 there were 55
formals, in FY 2009 there were 58 formals, in FY 2010 there were 86 formals, in
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FY2011 there were 63 formals, in FY 2012 there were 57 formals and in FY 2013
fhere were 42 formals.

(2) Strength: The NAVFAC has a RA Program Manager to coordinate and assist
with processing requests for disability accommodations.

{3) Strength: The NAVFAC has an Alternative Dispute Resolutron (ADR) Program.
Manager to coordinate and process requests for ADR. The NAVFAC encourages
the widespread use of a fair ADR program that facilitates the early, &ffective and

efficient. reso lution of complaints. The NAVFAC disseminates this. information

throughses EE TR _-tmnz;wdeftmmiﬁg,rﬁéws%e‘tﬁ@ﬁ'ﬁrﬁeie@“‘%fﬁ“ﬁ%sw
brochures, ﬂyers etc.

(4) Strength: InFY 2013 senior feadership sought and received approval
and furding for a new NAVFAC EEO Complaints Manager position. This position
will be responsible for addressing the critical need to improve timeliness of the
NAVFACs complaints processing and will be filled it FY 2014.

(5) Deficiency: EEQ investigations are ot completed within the applicable
prescribed time frames. A NAVFAC Complaints Manager position was authorized
in FY 2013 and this authorization/addition is expected to improve processing
times.

(6 Deficiency: Reciuitment efforts and the analysis. of those efforis have not been
tracked o identify potential barriers in accordance with MD-715 and DON
standards because applicant flow data has not been gvailable.

Element F: Responsiveness and Legal Compliance: Requires agencies to report to
the EEOC information concerning pre-complaint counseling, ADR, and the status,

~ processing and dispasition of complairits under this part at such ftimes and in such
manner as the Comimission prescribes. This data is required on EEOC Form 462.

(1) Strength: The NAVFAC has a system of managstment control fo ensure that
management officials comply with any orders or directives issued by an EEOC
Administrative Judge.

(2) Strength: Legai sufficiency reviews of EEO matters are handled by a functional
unit that is separate from the unit which handles agency representation in
discrimination complaints.

(3) Deficiency: None noted.




individuals with Targeted Disabilities Program (lWTD)‘

The IWTDs SEPMS and thefr SES Champ[on coﬂducted a thorough and in-depth barrier
analysis o identify possible systemic forms.of discrimination and barriers to equal
employment oppartunity for IWTDs, The pamcapat:on rates of IWTDs decreased in FY
2013 as compared o FY 201 Wg_grtica pation _a_’fs pf th;_aw!‘_’._)ON to. acgtg\@m 2.
WOTKIOIGE Teprasantation of 2% of IWNTDs. 11 Fv\"‘?B”i‘Z“‘“a“‘““’d* Y2013
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“sorme of the Naval
Facilities Commands (FECs) reported that attitudinal barsiers by supérvisors and
managers existed as evidenced by comments made in one on one conversation's,
training sessions and other public forums. Some FECs are addressing attitudinal
barriers with increased training initiatives and by communicating with other commands
to determine best practices for eliminating the barrier, Actions towards eliminating
attitudinal barriers are planned for FY 2014.

Workforce Profile Analysis

At the end of FY 2013 the NAVFAC workiorce is comprised-of 15,722 civilian
permanent and temporary appropriated fund employees. |n FY 2012 the NAVFAC
workforce was comprised of 16,276 civilian permanent and temporary appropriated fund
employees. As compared to FY 2013 this represents-a 3% decrease (504 less

- employees). Due to continuing fiscal uncertainty, the DON issued a hiring freeze in

' January 2013, which halted the majority-of the hiring actions. The majority of commands
reported that the NAVFAC hiring freeze, sequestration, and the "NAVFAC First” policy
which only authorizes current NAVFAC employees to be hired, coupled with a low
furnover/attrition rate causes limited opportunities for IWTDs and other demographic

- groups to- apply for jobs-within the-NAVFAC.~Males comptise 75% of the total NAVFAC -

workforee and females comprise 25%. of the total NAVFAC workforge. Individuals with
targeted disabilities (IWTDs) comprise 0.64% of the NAVFAC workforce which is below
the DON goal of 2%,

There are five groups that participate in the averall NAVFAC workforce at a lower rate
as compared to the National Civilian Labor Force (NCLF). These groups are Hispanic
maies and females, White females, Black females and American Indian/Alaska Native
females. These groups have consistently lower participation rates when compared to
the NCLF from FY 2010 through FY 2013,

In FY 2013 the major occupations in the NAVFAC workiorce were: Engineering
Technician (0802), Contract Specialist (1102), General Engineer (0801), Civil Engineer
(0810), Contract Surveillance (1101), Environmental Engineer (0819), Management and
Program Analysis (0343), Mechanical Engineer (0803}, Electiician (2805) and
Maintenance Mechanic (4748},

A review of the NAVFAC maijor occupatlons shows the demographic groups with
significantly low participation rates in each.of the NAVFAC major occupations. White
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males are participating below the Occupational Civilian Labor Force (QCLF) in six of the
ten NAVFAC major occupations, series: 0343, 0801, 0840, 0819, 1102 and 2805.
White females showed low parficipation rates in six of the ten major occupations, series:
0801, 0802, 0803, 1102, 2805 and 4749. Asian males showed a low participation rate
in the 0343 series and Asian fermnales showed z low participation rate in the 6801 series.
Hispanic males showed low participation rates in seven of the NAVFACs major
occupations, series: 0343, 0802, 0819, 0803, 1101, 2805, and series 4749, Hispanic
females showed low participation rates in five of the NAVFACs ten major occupations,
series: 0801, 0802 and 0803, 0343 and 1101. Black males showed low participation
rates in fwo of the ten major occupatlons series; 0819, and 4749. Black females
ChaWwed- oW particps AES T IWO DT e NAVEACS ten Major DecLpations. sefes:
0802 and the 0803 series.

The participation rate of IWTDs ini the aggregate of these major occupations has
remained consistent since FY 2010 and through FY 2013 with very litile increases or
decreases in participation rates with the exception of the mechanical erigineering series
(0803). There was zero partzc&pation of WTDs in FY 2013 in the 0803 series 4s
compared to participation rates in FY 2010-FY 2012. The partlclpa’aon rate of IWTDs in
the major NAVFAG occupations is greater than their partimpatlon rate in the-total
NAVFAC workforee. The engineering technician series (0802) had the htghest
participation rate of MWTDs, followed by the 1102 and 0801 series.

EEQ Compiaints Analysis

In FY 2013 there were 42 forrmal NAVFAC EEO complaints as compared to 57 formal
complaints.in FY 2012 and 63 farmals. in FY 2011, 68 formals in FY 2010, 58 formals.in
FY 2008 and 55 formals in'2008. The top basis' for EEO- complaints in F‘r’ 2013 were
reprisal, race-black, age, sex-female and disability. The top issues for EEQ complainis
were non-sexual harassment, promotion/non-selection, appointment/hire;

- terms/conditions of employment and reprimand. The average processing fime for. ..
completing investigations in FY 2013 was 263 days which exceeds the 180 day hmit as
prescribed by regulatory guidance. 1t is only slightly below processing times in FY 2012
which was 268 days. To address the critical need to-improve timeliness of the
NAVFACs complaints processing the NAVFAC received the authorization and funding
to establish 2 Complamts Manager position in FY 2013, The complaints manager
position will be filled in FY 2014. This position will be responsible for addressing the
critical need to improve timeliness of the NAVFACs complaints processing. A summary
of NAVFAC FY 2013 complaints costs indicate that total closures with monetary
benefits totaled $212,500. Lump sum payments totaled $196,500 compensatory
damages totaled $6,500 and attorney fees and costs totaled $9,500. The total fof
closures with monetary benefits for the NAVFAC in FY 2013 equaled $425,000.

Resuits of the FY 2013 Self-Assessment

As stated above, the NAVFAC is untimely in completing EEO investigations. Timely
processing of complaints at the formal level is an area of concern and notably the
excessive delay in submitting the case for investigation even after the Notice of
Acceptance has been issued. The failure to complete an investigation within 180-.days
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puts the NAVFAC at risk for receiving a sanction by the Equal Employmient Opportunity:
Comrmnission (EEGC) for failure to complete an- mvest;gatton within 180 days and
potentially could include a ilablllty of up to $300,000 in compensatory damages. To
address the critical need to improve timefiness of the NAVFACs complaints procéssing
the NAVFAC received the authorization and funding to establish a Complaints Manager
position.in FY 2013. The complaints manager position will be filled in FY 2014, This
position will be responsible for addressing the critical need to imprave timeliness of the
NAVFACs complaints processing.

FY 2014 Plans of Action.

The NAVFAC FY 2014 EEO Plans to Aftain the Essential Elements of 2 Model EEO
Program (Part H) includes: Improving the timeliness of formal complaints processing
throligh compliance with DON policy and regulatory guidance.

The NAVFAC FY 2014 Pan to Eliminate identified Barriers (Part 1) includes _
requirements to: determine if there are barriers to equal employment opportunity for
Hispanic malas (Part 1-2), Hispanic females (Part I-2), White females (Part I-5), IWTDs
{Part I-3}, decrease perceived attitudinal barriers regarding the employrient of IWTDs
(Part I-4) and determine the faciors that limit or impact the advancement of Asian males
and Asian females to high grades and SES levels,

In recognition of the varying levels of expertise inherent in the new service delivery
model the NAVFAC will continue to focus attention on-ensuring & fignment and
accountability by providing aversight, direction and guidanes to newly established EEQ
offices. Extending efforts to conduct a more effective and in-depth analysis of barriers
to equal employment opportunity will be continued in FY 2014,
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PART E
EXECUTIVE SUMMARY - Attachment 1

NAVFAC Workforce Analysis

NAVFAC Total
Workforce
: ' j ' i NCLF iinus
RNO Gender | 2010 2681 _ 2012 2013 NCLFF | 5 eatet
Hispanle & e
Femalke | 1.88% 178% &
Male 50.47% AQB0% -@ i
White Male 29478 | . "
Femaie | 1a00% | 1446% §
_ Male | 7.79% 7os% B
Biack R i}
Female | 3.56% assw
o Male. 9.71% 9.80% ﬁ
Agian -
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The table above shows the overall participation rates of each demographic in the Naval
Facilities Engineering Command (NAVFAC). The statistical data for workforce
‘participation used in this report was obtained from the Depariment of Defense Civilian
Personnel Data Systems (DCPDS). Data from DCPDS to prepare NAVFACs FY 2013
Management Directive 715 (MD-715) report was downloaded by Department of the Navy
(DON) Equal Employment Opportunity (EEO) staff on 30 May 2013 and was deployed to
the NAVFAC, '

At the end of FY 2013 the NAVFAC workforce is comprised of 15,722 civilian permanent
and temporary appropriated fund employees. In FY 2012 The NAVFAC workforce was
comprised.of 16,276 civilian permanent and temporary appropriated fund employees. As
-compared to FY 2013 this represents a 3% decrease (504 less employees). Males
comprise 75% of the total NAVFAC workforce and females comprise 25% of the total
NAVFAC workforce. Individuals-with targeted disabilities (IWTDs) comprise 0.64% of the




participate in the overall NAVFAC workforce at a lower rate as compared to the National
Civilian Labor Force (NCLF). These groups are Hispanic males and females, White
females, Black females and American Indian /Alaska Native females. These groups have
consistently lower participation rates when compared to the NCLF from FY 2010 through
FY 2013. White males and females consistently participate at a rate higher thanthe -
NCLF from FY 2010 through FY 2013,

Analysis'is based on Table A—1 Tota[ Workforce—Dlstributlon by Race/Ethnicity and Sex
as of 30 M Qrdecraase frornihe

ki

Grade Level Analysis

PARYICIPATION RATES FOR SES/Senior Exscutives.-and Pipéline Grades by Race/Ethniclty-and Gender:

RACE/ETHNICITY

Non- Hispanic or Latino

Grade Levels | Hispanicor L Native Hawaiiari | ,
Latino. White Black or Affican|  asian | or Other Pacific | American indlan/
: ; American " lslandesr or Alaska Native

male | female | malé femalg | maie | female | maie | female | male | female [ male | female

Exacutive/ _ o N
Senior Levet | 4.50% | 3.40% | 48.70% | 26.30% | 3.40% | 1.10% | 4.50% | 3.40% | 1.70% | 1.10% | 6:00% | 0.00%
15.& Abdve. _

2.60% | 1.90% | 52.30% | 18.10% | 4.00% | 3.00% 6.20% | 3.70% | 3.60% | 2.30% | 0.20% | 0.10% |

3.50% | 0.60% | 61.40% | 5.60% | 11.00%| 1.30% | 5.50% | 1.10% | 8.70% | 0:60% | 0.04% 0.20%,

C3i44% 1 170%: L 50,918 17.93% | 7i82% | 542% 1 6.65% | 2 72% - [.007% ' 0:0a%s [ 0:42%. 1 0M8%

A review of the NAVFACs high grades indicates that in the Senior Executive Service
(SES) and equivalent grades, Hispanic males and Hispanic females, White females,
Asian females and Native Hawaiian/Pacific Islander (NHPI) males and females
participate at a higher rate when compared to the rest of the demographic groups. White
males are slightly below the Regional Civilian Labor Force (RCLF) at a rate of 49.70% as
compared to the RCLF of 50.91%. Atthe GS13/14 and Non-GS equivalent grades
Hispanic females, White males and females, Asian females and NHP! males and females
participate above the RCLF. American Indian/Alaska Native males and females
participate below the RCLF. Non-GS equivalent grades include blue collar employees
paid-under the federal wage. system (FWS). FWS positions are craft, trade and labor
positions and includes several different pay plans (Wage Grade, Wage Leader and Wage
Supervisor, etc.) American Indian/Alaska Native males and females were absent in the
Executive/Senior Level and the 15 & above level. The majority of positions occupied in
the NAVFAC workforce are at the GS-12 level with 4,243 employees, followed by GS-13
positions’ occup:ed with 2,269 employess. 644 employees occupy GS-14 positions in the




NAVFAC workforce and 208 employees occupy GS-15 positions. Within the NAVFAC
workforce 9 senjor executive service positions are occupied.

Anaiysas Based on Table A- 3

Fedaral Waqe System

The Federal Wage System (FWS) includes blue collar employees paid under the federal
\ - EWS-nositions-areaaii-tradeandlaberpesitions.which-dnalude:severaterer:

dtfferent pay p[ans (WG, WL, WS, etc). An analysis of all demagraphic greups ovarall
participation in the FWS indicates that males participate at consistently higher rates than
females. FWS Grade-10 has the highest participation rate of all of the FWS grades with
males participating at consistently high rates (99.0%) of which white males participate at
a rate of 60.80%, followed by Black males at a rate of 15.30% and Asian maleswith a
participation rate of 8.:50%. The second highest grade with the largest participation rate is
the FWS Grade-8. Males participated at 97% with white males participating at a rate of
60.00% followed by Black males at 15.40% and Asian males at 6.10%. All fernale
demographic groups are absent from FWS Grades-12-FWS. Grades-16. NAVFAC will
manitor these demographic groups closely in FY 2014 when 2010 census data will be
used instead of 2000 census data which formed the basis for the FY 2013 anaEySis It is
expected that there will be significant changes regarding analysis and comparison in
future Fiscal years as a result of utifizing the 2010 Census data.

Analysis based on Tables A-§-1 and A-5-2 as of 30 May 2013,

NAVFAC Major Occupations

. The tables below.show the demographic groups with significantly low participation -
rates in each of the NAVFAC major ocoupations. White males are participating below the
Occupationai Civilian Labor Force (OCLF) in six of the ten NAVFAC major occupations,
series: 0343, 0801, 0810, 0819, 1102 and 2805. White females showed low participation
rates in six of the ten major occupations, series; 0801, 0802, 0803, 1102, 2805 and
4748, Asian males showed a low participation rate in the 0343 series and Asiah females
showed a low participation rate in the 0801 series. Hispanic males showed low
participation rates in seven of the NAVFACs major occupations, sefies: 0343, 0802,
0819, 0803, 1101, 2805, and series 4749, Hispanic females showed low participation
rates in five of the NAVFACS ten major cccupations, series: 0801, 0802 and 0803, 0343
and 1101. Black males showed low participation ratesin two of the ten major
ocoupations, series: 0819, and 4748. Black females showed low particlpaticn rates in
two of the NAVFACs ten major occupations, series: 0802 and the 0803 series.

In FY 2013 American Indian/Alaska Native males were absent in two of the NAVFACs
major oceupations, series: 1102 and 0801. This represents an increase. as compared to
FY 2011 & FY 2012 when they were absent in only oné of the NAVFACS ten major
occupations but it represents a decrease when compared-to FY 2010 when they were
absent in three of the NAVFACS ten major occupations. American Indian/Alaska Native
females were absent in five of the NAVFACs ten major occupations, series. 0802; 0801,
0810, 1101, and the 0803 series IN FY 2013. American Indian/Alaska Native females’




absence in five of NAVFACs ten major occupations in FY 2013 represents an increase as f
compared to prior fiscal years. In FY 2010 American Indian/Alaska Native females were

absent in three of NAVFACSs ten major occupations, In FY 2011 they were absent in two

of NAVFACs ten major occupations. In FY 2012 American Indian/Alaska Native fernales

were absent in four of NAVFACS ten major occupations. American indian/Alaska Native:

males and females participation rates in the NAVFAC workforce has remained at

consistent levels as compared to. prior fiscal years. In FY 2013 they represented 0.60%

of the workforce in FY 2012 they represented 0. 59% of the workforce and in FY 2011

IAVEACS workfo 2010 Amefi
indian/Alaska Natives represented 0.60% of the workforce. o

Demographic groups that have shown a decline in participation rates in the following top
ten NAVFAC major occupations in the last two years are Asian males in the 0343 series
and Hispanic females in the 0803 series. Demographic groups that have shown a
decling in the top ten oooupatlons for the past three years include Asian females in the
0801 series, White females in the 1101 series and Wh!te males in the 1102 series.
Hispanic males have shown slight but steady increases in two of the NAVFACs top ten
major occupations: the 0802 series and in the 0343 Series:

The NAVFAC will monitor these demagraphic groups in the top ten series in FY 2014 as
the NAVFAC transitions to a comparison usmg 2010 Census data in FY 2014. Problems
with the 2010 Census data precluded its Use in the current fiscal year.

Engineering Technician (0802) Total Employees: 1,133 {

RNO/GENDER 2019 2011 2012 2013 OCLF
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Contract Specialist (1102) Total Employees: 962
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White Mates 23.76% zosn & | s 1 nsow B
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General Engineer (0801) Total Employees: 690

RNOQ/GENDER 2010 2011 2012 2013 OCLE

| white Males 89.53% gazem B | sassw §
While Fernales | 2.40% g § | ssew B
Asian Females 2.20% 2o | sy §

Hispanic Females

Civil Engineer (0810) Tota! Employees: 676

RNO/GENDER 2010 20114 2012 203
White Males 54 §3% s3ne § sagos B 53,20% &

Contract Surveillance (1101) Total Employees: 554

RNOJGENDER 2010 20M 2012 2013 OCLF
{
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Environmental Engineer (0819) Total Empioyees: 503
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Management Program Analysis (0343) Total Employees: 447

mn B
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Mechanical Engineer (0803) Total Employees: 438
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Electrician (2805) Total Employees: 436
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Maintenance Mechanic (4749) Total Employees: 406

RMC/GENDER 2016 2011 2042 2013~
.Hisp_an_i_c' Males B23% 7.3%% ‘g. 740 5. FALH .E.
Wi_'n.l.te:-Fema.l.e:s .*,:3.{;%”" .1\35% L] a,gé% % s.ﬁ@% 5,
Black Mafes 7.79% aagw B aonw @

Accessions: Tofal: 343

_ Male 4.38% 5.63% 3.64% 4.80%
tiispanic — § g —
) Female 0_._'54% 0:94% 0.58% 9;00%
Male 51.57% -60.23% 63.98% 56.40%
White R :
Female 16.57% 1362%. 10.6% 10.80%.
_ Male 4£67% 8.45% 8.31% 9.300%-
Black -
Female 2:24% 2.82% 2.92% 4.40%
Male 12.358% 7.51% 4.37% 5.20%
Asian - i
Female 3.26% 047% 0.44% :30%
_ Male. 2.82% 16.90% 2.33% 550%
NHPI - _ = : -
N Male H:30%- 0.32% 1.41% 0.73% 0.30%
AJAN gt _
Female 0:30% 0.08% 0.0% 0.0% 0.30%

The Accession table above shows that over 50% (66.40%) of all new hires in FY 2013
were White males. in FY 2012 White males represented 63.99%.of all new hires and in
FY 2011 White males represented 50.23% of all new hires and in FY 2010 White males
represented 51.57% of all new hires. In FY 2010 there were 1,562 new hires, in FY 2011
there were 213 new hires and in FY 2012 there were 686 new hires as compared to 343
new hires in FY 2013. As a resuli of continuing fiscal uncertainly the Department of the
Navy (DONY) issued a hiring freeze in January 2013 which put halted the majority on the
majorfity: of hiring actions. The majority of the NAVFACs FECs also reported that the
NAVFAC hiring freeze, the "NAVFAC First” policy, which only authorized current NAVFAC
employees to apply for NAVFAC positions, sequestration and the government shutdown;
coupled with a low turnover aftrition rate caused limited opportunities for applicants to
apply for positions in the NAVFAC and to be selected. In addition, this decline may also




be attributed to the date in which the required data to prepare the MD -715 report was
downloaded from DCPDS. The Data was downloaded 30 May 2013, which excluded the
entire fourth quarter of the fiscal year. As compared to previous reportmg years
demographic groups showing a decline in accessions as compared to the National
Civilian Labor Force (NCLF), are White females, Hispanic males, and Black females.
Demographic groups above the NCLF include: White males, Black males, Asian males,
‘Native Hawaiian/Pacific Islander males and females. Amencan Indian/Alaska Native
accession rate is equal to the NCLF rate. During FY 2013 there were no accessions of
Hispanic females. During FY2010, FY2011 and FY 2012 Hispanic females were
represented in accessions. Applicant flow data is not avar[able and untll such t[me that
Applicant oW data pecoes avanapie the NAVFAG Wil Not e abie 16 inewhy™
there were zero accessions of Hispanic females in FY 2013 The NAVFAC will ciosely
monitor the low accession rates of demographic groups when the NAVFAC transitions to
a comparison using the 2010 Census data in FY 2014. Problems with the 2010 Census
data precluded its use in the current fiscal year.

Analysis based on Table A-8 as of 30 May. 2013,

Separations: Tofal: 877

RioiGondsr | Ferdeipation Separations.
FY10 FY1{1 Fyiz ' FY13
| Mae 4.91% 1.86% 3.85% 3,00%
Hisparic "0 v 1.03% 3.99% 1.96% 1.40%
whie |k 50.65% 51.84% ' 50.80% 46,20%
Femalé 17.9% 17.18% _ 16.0% _ 12,80%
Black "Male _ 6.98% : 4.60% 5.72_3; i 9.50%
Female 3,36% 4.25%. 3.78% 3.50%

S E— Male L 813% . o 828% 734% o BA0% o]

Female 2.84% 2.45% _ 3.71% 2.70%
Male 1,29% 0.61% 2.24% 6.40%
NHP! Female 0.00% 0.61% ' 0.84% 1,80%
_ Male 0.80% 0.31% 0.42% 0.80%
AN Female | 0.09% 0.31% 0.42% 8,00%

B




A review of the Separation table indicates that Black males, Asian males, Native

Hawaiian/Pacific Islander males and American Indian/Alaska Native males are

separating at a higher rate than their participation rate in the NAVFAC workforee in FY'
2013. Atthis agg regate level though it is-difficult to make any conclusive statements -
about the population gains or losses of any group because it is only at the analysis level
of & specific occupational series that it can be determined if progress has been made or
not made. As a result of this it is essenttal that the NAVFAC focus on improving barrier

analysis,
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orough barrier analysis, see FY 2014 Part |,

Anaiysis based on Table A-14 as of 30 May 2013.

Individual with Targeted Disabilities (WWTD)

_ . _ 2.0% niinus

Appropriatad EEOG Goal 2010 2011 2012 2013 2013 DON.

Fund Participation
MWTD 2,0%. 0.57% 0.66% 2 068% § 084% B 1.36%
Non-argsted : _ . ™ .
Dlasniics NiA 5.66% sor% a22% § 701% B NIA

The participation rate of individuals with targeted disabilities decreased in FY 2011 and
FY 2013. In FY 2013, 0:64% (100 employees) of the NAVFAC workforce were
individuals who self identified as having a targeted disability. Atargeted disability
includes: hearing, vision, missing extremities, partial paralysis, complete paralysis,

. epllepsy, intellectual disability, psychiatric. disability. and -dwarfism. This.shows a net -
change of -1.36% (10 employees) from last fiscal year which is lower than the Equai
Employmeént Opportunity Commission's (EEOC) goal of 2.0% for Individuals with
Targeted Disabilities (IWTD).

Unlike the decreasing participation trend for individuals with targeted disabilities, the
participation rate of individuals with non-targeted disabilities has increased in each of
the last four fiscal years. In FY 2013, the NAVFAC employed 1,111 (7.07%) individuals
who reported non-targeted disabilities. This is a .85% (1,012 employees) net charige
from FY 2012. In FY 2013, 1.93% (304 employees) of the workforce chose notto
identify whether or not they have a disability. The 1.93% of the NAVFAC workforce who
chose not to self-identify creates the possibility that the NAVFAC may not have an
‘accurate record of all those with targeted or other types of disabilities. To-address this
concern in FY 2013, some NAVFAC Facilities Engineering Commands reported that
they utilized National Disability Employment Awareness Month which occurs annually
each Octoberas a means to inform and educate the workforce about non- targeted
disabilities and targeted disabilities. At NAVFAC Headquariers, the two IWTD Specra!
Emphasis Program Managers in concert with the IWTD SES Champion discussed in a
public forum why it was necessary to disclose information regarding targeted and non-




targeted disabilities by self identifying. They also encouraged employees to re-validate
their disability status.

During this public forum Standard Form (SF) 256 was made available to employees to
fift out.and complete. Following the public forum the IWTD SES Champion released an
email to the worlkforce reiterating in writing what was discussed during the public forum,
which also included where the SF 256 form could be obtained and point of contacts for
submitting the form and encouraging senior leaders _supemsors and managers with
hlnn authontles to conmder hlrm em I "hg‘

Analysis based on Table B-1 as of 30 May 2013,

Accessions: Total: 343

Accessions Typs FY.2010 F¥ 2611 : FY 2012 FY2013
Permanant 031% : 00% & 0.44% B oss% §
WTD
Temporary 0.16%. 00% § ore% B 000% 8§
Permanent 3.03% 00% § 554% 1§ i ¢
GCther . )
Disabifities o . _
Temporary 5.70% 485% & 397% & 1000% ¢
Pemanent 2.95% 00% 4§ 08r% ¥ 351% §
Not identified
. Temporary....| ......086%. ... | ... 1.94%. B f. ...079% G | . . .687% . F. . .
Pemmanent 94.50% 00% § 9345% 8530% &
No '
Disabilities: . ; )
Temporary . 93.20% . 93.20% == 24.44% F 8333% &

The:NAVFAC hired a total of 343 Appropriated Fund (AF) employees in FY 2013. Of
these permanent employees, 0.64% or 2 employees have targeted disabilities and
11.18% (35 employees) identified themselves as having other than targeted disabilities.
The 0.64% rate of permanent IWTD rate represents a slight increase as
compared to 0.44% in FY 2012, In FY 2013 3.51% (11 employees) chose not to
provide information regarding their disability status. In an effort to ensure that _
individuals are accurately self identified, several FECs reported that they conducted
re-validation campaigns with positive results and that National Disability Employment
Awareness Month was also used as a vehicle o disseminate information regarding the
importance of employees re-validating their disability status. Of the 2 new WTD hires, 2
employees were permanent hirés and zero came onboard as temporary employees.




Several NAVFAC FECs reported that individuals with targeted disabilities are reluctant
to self-identify. Additional information can be found in the NAVFAC Part J.
Analysis based on Table B-8 as of 30 May 2013.

Separations: Total: 877

Type
Iwoluntary 0.00% 168% B 079% § 000% &
Voluntary 5.39% 6.54% T 554% I 865%
Qther .

Disabilities . ) ) _ )
Invaluntary 3.83% 504% 307%. § 667% §
Voluntary 2.14% 187% 4 087% § 183% B
Notidentified | yoyoumtary 213% 168% J a7e% § 1o0% B
‘Volurtary 92.07% 6106% & 03.15% B s952% &
; NoDisabilities o omntary 54:04% 731% § o44s% B o143% 5

There were 763 separations in the NAVFAC in FY 2013. Of these employees, 0.66% or

5 employees have targefed disabilities and 8.65% or 66 have disabilities other than
targeted disabilities. Of the 5 1WTDs who separated, all 5 were voluntary separations. -

Of those with other than targeted disabilities, 66 were voluntary and 7 were involuntary.

Analysis based on Tables B-14 as of 30 May 2013.
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U.S. Equal Ensploywient Opportunily ﬁ. aﬁaﬁa&a
DON ANNUAL EEO PROGRAM STATUS REPORT
.Pé»rﬂ FY 2013 SELF-ASSESSMENT CHECKLIST w&.m.PWCNEO ESSENTIAL ELEMENTS

Essential Blosient A: DEMONSTRATED COMMITMENT FROM BON LEADERSHIP
ritten, EE&. statements ensuring 2 workpisce fres of aﬁnaamnns@ harassment and a commitment to egual mEE& ment

nucaﬁ%&. . . " s e
. 3333 For all uncaet measures; E.oq&n A
- e . : hasbeen || brief explonation in the space
EECQ policy siatements ave up-to-dafe. et below or conplete sud attuch an

Yes || No | EEOC FORM 715-01 PARTH

1. The EEOO was instatled on 26] @anua« 2012, The EEO polloy statement. was Issued on 20 Zo...ns_vn. 20126 X
Was the EEO policy Statement _m%su within 6 - 8 months of the instalfation of the BEOO? 1fno, ﬂ&imm an
R MEEE? N

X Attachment 1. Policies for FY 14

. weré submitted for hew sigaatires
12 September 2033.

% m EEG pulicy statements are given o

3. Are new employees provided.
niew emplayees during ovientativn
as.part of their weltome packet.,
Copies of EEO paolicies sre gived to -
 TiOW SHBErVisors.

‘4. When an maﬁ_ovsm is qaaa -
 statenients? _ m

ﬁr the supervisory ranks, is s’e provided copies of the EEQ uar«w X

\. Measure || For all snmet seasarcs, provide &
. N . - . P hasBeen | brief explunatios in the spage
EQ palicy m.nnoamsﬁ have been communicnted fozll maﬁnumwu. et below or complete and attack an

RE EEOC FORM 715-81 PARTH _

5. Have .Em heads of 835“5@& %__598 disseminated and communicated support of sl DON EEO vo:.uﬁu 0 I
1 igsied in the cugrant seporfing wﬁ%& through the ranks, €.g. CHRMSs 1603 DON BEO Program: bﬁaﬁauﬂn
and 1604 Guide for Conducting anEflective Bacrier Analysis?

'8, Has the command/activity made writien materials avaiteble 1o all employees and applicants, E?E._Sm them § X Ny .
4 af the variety of EEQ programs. and adiministrative and judicial remedial procedures avallable to them? _

7. Has the command/activity promiinently posted such written materials in afl vaaoaan_ offices; EEO ommnom. X% B

_and on futernal websites? fsee 29 J«,w §1614.10200M5)] _ _ _ | -
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) : ” Measure § For all unmet measiyes, provide a
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Measures i _ : Yes | No | EEOC FORM 715-01 PARTH.
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0. mméﬁnm:oo&sﬁ for et

.guhuﬁﬁgg and by m
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le 2ccommodation for individuats with disabilities been made Ranzw
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reasonable ccommodation?

1. Have managers and supervisoft
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"Policy and procedures for RA
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- néw employees/supervisors,
employee/supervisor EEQ training
and is inctuded on the NAVFAC
web page a5 an approved Business
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Eﬁzn&.-u HHO




715401 PART G Depariment of the Navy ”_ Page 3

12, Farmnjor. asaaman Hmuaumo _w Did &n Mmcc issue wBﬂEagag mn:ca:ogm ,_ua msa of Em TIxX |} Attechiment 2. 6 September 2013,
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. . mﬁ. xH nnniet mozsures, provide a -
Compliance Tndicatar “brief explanation in the space
[ below or complete and attach an
Measures, || EEOC FORM 71501 PARTH

14, “.owaaon commiand qﬁu.oama
1l defined?

15, ﬁaw E&cw no::um:m response i

- ak: a : P PRIy SRR ’ : n.um

_m. .mowz&._o« naﬁﬁmﬁ Emwoamm

H17. Daes the mmo Office work no“goawcn&_ with Hutmao wﬂoﬁnam. mnvﬂgﬂ__nﬁaumﬂa_ coansel Ea u X

 ofher appropriite “Emﬁwo_%a {o 8 oly nE.Q o_z il msﬁamm?_ EEQ Tom:&a

: y CDEEGO/BEEOO and other EEG professional prrrs ﬁ?ﬁaw for | Measure i . .
.Oan.ﬁ:»nnﬁunmggw m..m_u programs bave regular and effective means of informing the R Basbeen For all unmet megsures, provide s
: beief explanation in the spece
. Eas&uaﬁﬁq head and senjor Enuqu.imun oifficials of the uEEu of et
33.«.5.& M 'EEQ programs and are nvelved in, and consuited oa, | Yes || No Maﬁ-ﬁﬁaﬁ%ﬁuﬂw meﬂnmﬁ_ﬁ%rm:
e IRANAEEmENporsonsel setions. . L o Sl i
_m Uonm m_n ovmmocﬁmmoa _.m_en a _.omam_. and afféctivé measis of informing the EROO e.ﬁ E_ﬁ top X, & 'Tha CDEEOD has routine
menagenment officidls of the: nm.am%gnmm effitiency and ”mma oomplience of the nggm.&ma:saq.m mmo : . meetings to diseuss complaint
program? i : status, EEO, programs, MD-715
; : ang other refated programs/isszes
with the EEOO and other senior
leadership (TF Director, CMO ami
) LED). .
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19. wn:a..ﬁsw ..Eaa_maaa of En _ﬁm.q G for En nE._,E: reporting period, did the CDEEQQYDEEGO uﬁmﬂ:

§ to the EEOD and other senior offic mﬁm the “State of the EEO Progmam® briefing vovering all COTRpONEnts ‘of the

} EEQreport, including an assessme it of the. uon,.oampna of the nasnﬁagacnu_ i each of the six elements of
‘the model EEO prograsn and a rep w on their progress in completing its barrier mgqm; including eny w&ﬁna
it E&Em& and/or elintinated or of which it reduced the impagt? .

20. Are EEO-program officials présent during 8553&%5@ detiberations vno_. ] %aa_gu Ewmaam
strategic workforee planning and- _,mﬂEH_«an succession planning, selections for training/carser %,..m_owaaﬁ
fities, and other workforee ehanpes?

| 2% Doesthe SEBE&»E&Q nﬁmaa. ﬁ_&a_. mu.... msun. of ﬂ%_&.mnm ot agplicants might be unmm*_.ﬁv.
|_impacted prier o makn _EEE spource decisions such as re-organizations and re-alignments?

o

['22. Are ngmag%ﬂn%n& ﬁ d uqaonanﬂm E& uﬁﬁ#& examined at Hmu_ﬂ Eﬁnﬁw i mwﬁm.m
iwﬂyﬁ 5«3 are higden impedim > .

E uu w 5« OUmeOBmmOO En“_wwnn w- mﬁ command’s/activity's mﬁwma planning, espesially the wcaaa
capital plan, Hmwmmsm succession p

Bm. 555@ et o ensure that SEO concerns are integrited 53%

=

noau:n;nmq.a&._n&an ..u command/ctivity bas commitied sufficient buman resonrees _..E

Measure
has besn

‘met

amﬂ u:;nnmauusmﬁmm@ugn«mamsg:anwanﬁﬁ?w oﬂe.»no?
| Meusires .m_ .

Yoy

No

For all vnmet mersures, provide s

1l brief explanation in-the space

below or completa and attach s
mmOn ﬁow#_ 7 mm.am S&ﬁ, H

24, Daesthe 83:%&5&% ﬂ%f% mzmmsgn qﬂaﬁnnm EH_ budget to cogure uam”aqausgu om mmO
action plans 16 improve EEC p sfficiency dnd/or climinate identified bacriers to the reafization Qn
equality of apporiinity?

25. Doas the conmand/activity gﬁ_mmn_uﬂ resourees o ensure 93 naaams&wonﬁw Em.ﬂumumamnﬁ and
“self-anslyses preseribed by EEO ..nm are Guaﬁﬁm E5§=w and te maintain an effective: 99.%52

m«oaﬁm_ﬁ system T

K -

Hm ?d wEE. \3 ukato

mmc F»& m.nnﬁ_ m:. Hesis vE rams Eﬁn_gaw aumw%

fm mn ﬂma_ uw:mn pu_n .ﬂﬁamﬁmﬁ.mnwﬁ.&uw 720,204

X
X
1LX

s _uga_n With Disabilities mam&s zeamﬂ. Seleitive sﬁaﬁ mamaa For Tndvidusts With c_s_a_._a T
Section 501 of the Rehabilita ._.ﬁ Title 5 U.5.C. Subpart B, Chiapter 31, Subshapter 1-3102; 5 Q...w
213:3102() and {u)i 5 CFR 31} _

= .

is-programs: 53.8,..& cu &n EEOQ Om. ce for coordination and SBEE&S ._35
XE nmo msam_pﬁw and principles, suchas FEORP -5 CFR 720; Veterans Employment Programs; and

: ..mwwow.cpm._na: >am.sm= Americai éﬁau;mmmwuzaén >&§ Asnerican/Pacific Islander progrs

?

-Irrir.l.t[..|||.|.|l.|.|]:1...11r|ld.
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b
. _mw . : Mensare § For al unmet measares, providea
rn naa.a!.,&mn:sa. Bas committad sufficient budgetto Euﬁcl the | basbeen § briel explauntion in the spaee
stccess of its EEQ Programs. : met ‘balow or ronmplete and attach an
{_Yes_|| No | EEOC FORM 715-01 PART H

““‘?‘“

Cawpliance Indicator

_Measures
28. Are there sufficiant resources kma enatile the command/activity to conduct a Ee.nzma bayrier pam_wam o?a .

workforee aud fis employment pragtices, polices and procedures?
S . |
‘il 28. I officinl time grantad to afl w%&ﬁﬁ o E.wum. when n_mmw& alt EEQ programs; Ea__u&um the
discrimination complaint processine proprant, ADR, and o make a request for reasorable accommogation?
30, Is fudding uqm__m&_n for E.E_ tion aa distribution of EEQ materials {e.¢g, harassment policies, EEQ
. ters, rensonable accommodations procedures, efe, 37
- 34, 1s.the BRO Program wllpeated shificient résourosy to 55 all «Bu_cuﬁam on.all BEO. wamaam_ E&c&um
{f administrative-and judichaj. a@mm_;mmao&ﬁnm avatlable to employses? e
32, 1s there sufficient funding to ciigure that afl nammounnm have aceess to training and 5@3&3: in
[j.cotmpliance with the Rehabilitation Act? .. .
3375 there sufficient ?nm_am o provide all nanagers E& mnvn:__maa with training: m:m vaai ic &Immam on
their EEQ responsibilities: .

&+ Forenswring o workplace that @ frée from all wcﬁ:m of nﬁoEEumﬁu 5&.&5@ _Eﬁmaann and
rotalintion? i

it ¥ To provide icligious accommodations?’ .
ji = Toprovide disability accommmégations in mnnoamuan sﬁw mﬁ m_oz 5 yritten Bna%ﬁ%
d & Inthe EEQ discrimination complaint process? .
H.#__Toparticipale in ADR? _ :

i'
_%
e
]
I3
!
i
“b
wEosel Ml wl o s
i
vk

L

.

tial Edoment C: MANAGEMENT AND PROGRAM- >n8§3.
This element requires the E wc fa hold Bl mansgers, supervisors, and EEQ Officials. nﬁvauu.vmm for the effective implémentation of the DON EED

s —J.nﬁ.»E unn Tlan. -
: 1 Yor sl anmet wensires; provide .
Compliasee EEC Ew_.na officials advise and provide appropriste assistanecto- Measure has §§ a brisf explanstion in the space
Iadicator managers/seprvisors about the status of EEO programs within ezch manager'sor || beenwmet | below or compiete and attach an -
Superviser's area or respoasibility. : €1 EL0C FORM 715-01 PART H
Emﬁ:—.ﬂ . : b Yes § No e .
34, Areregilar ?._aua% @E;& aﬁ_-munnm:& EEQ updates provided to sepior aammwnsgmm%mzmoq X © | The CDEEOQO has routine
ofTicials by EEO program officials} . meetings to discwss eomplnint
: statins, EEOQ, programs, MD-715
and Giker rélated
B - programs/issues with the EEOQ
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MR o 4 and vther senfor lendexship (TF
; A Divector, CMO and ED)-. -
mm. Do EEQ program officials 4 a_ow and implement: mmc Plans, to. En_uh_n wman_. E:&.E efforis, EE al X . o .
appropriate matagers to include ﬁﬁma Huran Resource Officials, Finance, and the Chief cham:nn
Officer?
) = : For alt unmet measnres, provide
Compliance. | The Human mﬁmﬁﬁ Direcior and the CDEREOO/DEEQO meet regulsrly »a pisess [ Memsure'has. || @ briet explanntion in the space
Indieator § ° whether ﬁouu& progratns; policics, and pracedures are in conformity with been'met || below or complete and attach an
emrsmamsaed] IStRUCtiONS contained In EEOC Euﬁw&oamﬂ" direstives. [sec 20-OFR § ;_&.meﬁw&ﬁx EEOC FORM 715-01 PART H
Mesgures g Yes f No I . e
36. Have time-tables or schednicgbeen established and execuled for the command/getivity toreview its .Knsn ..M . [t Numerous efforis were exiended
_Promotion Program Policy und Piocedares for systemic barricys that may be impeding fuli ﬁu&nﬁ&ﬁ: i throughout the year by SEPMs;
promation spportmitiss by all grofips? . SE& Chumpions, stakeholders,
and senior-leaders which
resitfted in an effective unm”wm—w
i : J ofbarriers.
37. m?& time-aliles awmnwnmamw%ﬂm: ﬁﬁwwﬁran Ea executed for the aaaamu&?&ﬁq to-feview its X '} Nunterous efforts wers extended
Employee _ﬂaaamazua Awards lom&.z and Procedures for systemis barriers that may be impeding ?: shroughout the year by SEPMa, -
participation in the progtar by al waﬁ_mo SES Champions, other
stakeholder and senior lenders
which resolted in an effcctive
i : axplyels of barriers.
38, Hawve Eua.ﬁiﬁ or sehedule wawmn muaz_mr& and execiited for the anaswn&m&s@ 1o review its X Numirous ciforts were extended
. ..mEEQmu Developmeny'Training Programs for systemic barriers that nay be impeding full partictpation in ::.cnum.su. the yesr by SEPMs,
fraining opporunitiss by af maz X SES nruawmoﬁ, afhor
. stakeholder snd sonior leaders
-which resulted in-an effective
.. - snalysis of barriers, o
. . . | ‘For sl unmef measures, provide
Campliance Messure has biief explanation: in the spsce
~=mwnu_on 4 YWhes findin Zﬁnﬂa.:uaau are made, the command/actlvity explores d&mﬁan ar .cnmwm”nﬁ - M&ah o”unwﬂﬂnﬂnn&u mﬁunwn AR
. not diseiplinary actions should be takex. EEOC FORM 7I5-81 PARTH
_ﬁﬂ.mﬁ.ﬂ . ; Yes b No. 1T
39. Have all mau_uwﬁm supervisiys, and Emummna wnm__ Eﬁcgnu s to aa penalties for being moEa to, X
- perpetrata discriminatory behavio MQ, for taking, vnﬁesn_ retions based upon a probibited basis muoz nz_ﬁs
 Subcliapter 752)2 WE. o A i
48, Hasthe commandiactivity, iwwa muuavzm»n. &BEB& or mwanmo:& Emﬁmaamauugmam or X
employees mu.sn_ 0 have m_mﬂ._aﬁﬁ& over the. past fwo wnmaa . _ g .
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41. Does'the command/activity phpmptly (within the mamg&_& Eua mﬁ:& 833 with EEQC, Kﬂn . X
1| Systems Protection Bostd, FedereliLabor Relstions Authority, labor arbitrators, nnd District Court orders?
42, Dows the Sgﬁ&muzsﬁ jiew disability sccommuakiation ano_mgmﬁaﬁ iq ensure Sﬁummunm ...:z, X
| its ..ﬁ_sn: Tisedures E.a E._n_ mm. - Emasnmsca tracked tor Euam. problems, stc.?
= Essential Blement D: PROACTIVE. .,%mzﬁoz
ﬁmanu.ﬁ that the command/s maaq miatee éarly efforts fo prevent &w&a.ﬂmnh.oww actidns and eliminate burriers to equal cmployment appertunity in the
,.M. warkplace,

=  Compliance

. Measnre has

For .u:.un.puu.n mezsures, provide

Indicatoy | ?ﬁ ma {o identify and remove uniiccessary bairiers to aaw_ou_uaan are been met a briefexplanation in the space
Emnwang 4  “coniducted throughout the year: : Ves | Nz || below or completo and atfuch an
L : . | REGC FORM 71501 FARTH
143, Dip senior managers meet i:%m:m assist _nﬁ.nwmgbmmoo ma&o« a?.u. EEO Progtam Offl np&m i X Numerous effarts were extended
the identification of barricss thiat :&w be impeding the realization of equal employment opportunity as - throughoui the year by SEFMs,
follows? : 5ES Champions, ather

_sirate nm:u plans. w

| ) . mg_on Emzmwma Eﬁmanu" mWO Action Egm bnd 58658 the Emn Objectives Into nnaﬁm:&ma_ﬁ@ _

| 44, Are trend analyses of workforce profiles conducted by race, nétional origin, sex und disability?

...am?u #ﬁan wE&anu n.m:ﬁ ﬁc#m?_.ﬂ.m aw.ﬁ_. onnnumgum ngnnqn& _uwaoa. 5»6:& S._ms.mwx EE
disabitity?

stakeholifer and seajor leaders
which resulted in an effective

|| awslysit of bacyiers,

-46. Are trends E&%& of the w wmo«nn s grade rﬁ& distribution condiicted by rac, national origin, mwx EE
- disability? |58

47. Are trend analyses of the worlforee’s compensation and .Héwz— system ngnanﬁn by mace, :m»_oaw_ dnmi_
sex ard dissbility? B _

1148, Are trend anatyses of the effedts of _sgmmgsﬁmsuoﬂ_& policies, u&n&ﬁﬂ and enmnmnnm Banﬁﬁm
by race, umn_g& E.mmE, sex end a w.ra%

nuﬂuﬂﬁsﬂ.

‘Indicator The: En of Alternative Dispute Resolution (ADRY iz eocouraged by mmm#:.
B . management.

anuuﬁ.ﬂ .

Measnre hax
vnan met

“For aff uamet measares, provide

d'briel explanation in the space

1 below or complete and stizeh an

EEOC FORM .:ﬂu PART H

e - e
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ma ﬁ.au a wﬁéﬁmagumﬁ %&5& to 339?8 in the ADR process, does the next lovel aweﬁazﬁ_g.
1 not involved in the erployment: %Ea dotument the reasons for the deslination in wiiting; snd maﬁcva 10
q aﬁ DON >ww Eamaaq o

: EFFICIERCY |

Requires that (he noﬂau_.&smmmi@ cnsure that there are effective systems in place for evajuating ihe Impact and effoctiveness of the commmand’sfactivity’s

wmo w:ﬁ.‘wau as well a8 an &an_mwn and u.sm.. dispuie: ﬁg_ﬁ_aﬁ PYrOsess,

" Compliance m _ Measurehag | For nz_nzﬁa measures, provide
Indicator_# The commdnd/activity has sufficlent staffing, furding, and sathority ta mnu_m__a Ga been met & brief explanation i the space
‘Moasores 0 elimination of identificd barriers, 'Yos | No | below or complete and ablach 20

m L SN m men FORM .:m,S Szﬁ. H
51. Does the EEC Office erap _3@ nﬂanu.& sﬁ: umﬁ:mﬁ gzﬁ mnm nxvnaannn to nou%ﬂ &m mﬁ&.mum 1%
‘reguired by MID-713 and these ingtrotions? . i i
52. For major command .gomﬁ mly. Have: ucmmsna resourees been' E.E.Ean to conduct effective mE_um of f X
subordinate activity effons o .mp_.;%cn 2 model ERO prograin and etiminate discrimination under Tide <= finnd
| the Rebebilitation Act? O .
-53. Isthere i aﬁ_mzuam RA 10 coordinate of assist with processing reguests-for disability X Detina Rasnick
accommodations ih all commanda/activisies? . : . » . o
54, Are 90% of aecommodation @ngﬁ pracessed within the fime frame. set forth in the DON Eaan%ﬂﬁ for I X ‘Deana Rasnlck is the FOC Rar
processing reasonable accommodafion? . RA requests for NAVFAC and
” RA points of contact have been
: established in the new
: HRQMEQ delivery systems.
¢ e Altachineut 4 .
. 1 w> For all unmet megsnres, provide
Compliznee i Measure has || 2 brief explanation in the space
Hanmﬂmaq The Sz_mmu an offective complaint freching and monitoring system in Emnm 10 been roct beiow or complete snd attack an
inerense i effectivaness of s EEO Programs, o YEOC FORM 71501 PART H
Meastires 2 : Yes 8 N ; = :
55. Daesthe: Baamm&mﬁznm :wmﬁn ma Em.aﬁmg n .ﬁE:v.EEm _n .Epaﬁn noavﬂaa mncsa. m_a X
frends? . o3 . i
e - e
56. Does zﬁ noaag&ﬁmq b. utllize contractors 1o’ uanﬂa E?aosuﬁuﬁq _ ;| X
SR N0, .
m" oo N X
itor and ensure :En Bew ngmuca n.&Ew:_a oaﬁwnaa. receive m_a uw ] NIA
| ours o i reqie ingecoranee with BEO Managormen: Diertive (D) 110 snd DON requiremens? |
40, Does the Sag&ng&a\ ignitai and ensure that. experienced counselors, inchuding eoniractass, receive -NIA
Em m «_ocnm of Rm.mmanw Iraining red m_mmm on an annual basis in accordance witl KRO MD-110 énd uoz It .
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wmnﬁﬁﬂhwwum. = . . 1 1.._l o
. . ﬂs Commat &nomsnw w»a m&.?ﬁan staffing, funding and suthority te 3&..@ _39 5 1| Fav alf unmet measores, provide
4 Compliauce the time ?wﬁa b aceordanee with the EEOC (22 C.F.R. Part 1614) regulations Tor || Measurehas i a brief cxplianation in ihe space
| Indicator gnnﬁwm EEQ compiaints of employment diserimination. BHeen et below:or complete rpd attach an
: EEQL FORM 71508 FARTH
‘Measures &&m note whai responses n this sectlon will be verified by the “Yes \@ No
. . infornintion in iCompluints) A R
Q Daes e 853»:&355 m.ms? an aggrieved person with written notification of histher :m:ﬁ Ha . %N
responsibilities in the EED procesii In o timety fshion? . #
62. Does the comimand/actvity ﬁwmﬁa that Eémmm»sozm are Saﬁnﬁa _.555 the %w__ﬂzn mamnme& fime § | X For the majority of the FY
frame? . NAVYFAC was serviced by joes|
CNIC HRO/EED offices
resuliing in fosefficient ]
resonrees to eusure timely 3
4 processing of complainés. A
ji Complaint Manageérs position
¥ was authoriyed August FY 13
and this anthorization/addition
is cxpected to improve o
. M. : : irocessing time fremics in FY 14,
i g Ea.._ uﬁﬂ e =
3. Whena SEEmeE Ea:nua _ﬁunaw uoum the BEEE_&..,R_SQ ﬁa&ﬁn? upon receipt of Em 4 X
cqtest from the EEOC AT forws ,m.&.,m investigative file t0.the EEOC Hearing Office? o .
. 54, ‘When z settlement mm_.mnaa_.: 33.& into, does the command/activity timely complete any oE_mwmaﬁ A X
rovided for in such agreements? w..l.t.r
5. Does the command/activity. Sm.:a timely complience with mmon AJ decisions that @e w_qu _Hu_maaa& b4
by DON and are not the subject ommh mﬁna&o e . .
.ﬂ . . ' Far all unmet measures, provide
Corapliznee Thercisa ﬁaﬂni and falr dispate resolution process and effective &anuﬁm for i Measure has § u brief explanation in the space
Indicator cvaluating the impact and effectiveness of the command/activity EEO Eavrﬁ; bren-met | below or complete and attach ag
. o w, ; vgﬁamumu—m progran:, __ EEQC mﬂcg .Num.i_w.— PARTH
‘Mensres & . . I Yes No }
64, Dosathe Bu_amu%moasq 1ire am Euummoﬁ &nd supervisars to receive ADK training in manaam:nm I'x .
with BEOC (29 C.F.R, Part 1614) § igilations, with erphasis on the DON's policy in encouraging wutual
Lesolution of disptes at the fowest possible level and the banefits associated with uillizing ADR? . . 5
wnt official &ﬁ& Eca_ém inthe n_mu_.:n have mnnwana mszc:aa _#X . n
- _For ali-unmet measares, provide
Campliance The commayll/activity has effective systoms in place for EnEEmEﬂ antt nﬁ_..m_.um Measure has | & brief explanation In-the spree
- below or complete and attach an

"EEQL FORM 715-01 PART B
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m Measures ff - Yes || No J _ B
68, Does the Suuuma&mﬁ_sq . <E¢ Eﬁoﬁwmn resources for the discrimingtion cemmplaint progess 8 X .A
ensuro efficient aivd suceacsfil operation in eccordance with 39 CF.R. $.1614.102(aY(1 12 ... i
-69. Thoes the command/activity FEO office have management controls in place to monitor:and ensure that the § X |
daw veceivad fromy Humao Resad mnnm is accurate, :Ba_w received, and contains all the requited data, n_naga 4
o subrmiting anmyal roports 1.1 DON? _‘ e
70, Do the commendactvy EH progam addies 11 of e v enforced by e BEOCT oo [ X .
{ 7%. Doesthe .noBEﬁ_&maa&Q dentify and monitor significant trends in diseriminstion eomplaint processing [} X
2 o determine .s&&wﬂ the comms mﬂ_ancsa_ is meeting it obligations wnder Title VI sad the wurmg_nﬁ_g
Act? = . . . y o
T e T
72, Dowes the naaﬂgﬁmnzsﬁ fck _.mn:._&:mun nmwam and _Ew_v,nm an.SG 1o anuna.. fiotential Eﬁsm. W Ix ‘There were inhierent fiaws in the
aecordance with MD-715 and DN standards? raw appiicant date that was
1 - reqeived and @ thorough analysis
L couldn’t be conducted. .
- : : } For all unmet measures, provide
“Compliznce  § The comm dfactivity enseres that the investigation sud adjadication ?nn:au of its || Measurehas |f a briel expisnation fn the space
Indicator || compluint dtsolution pracess are separate from its legal defense srm er other a_.mnﬂ beenmet |} below or complete and attach an
with conflicting or uan._u&uw Interests, . e EREOCFORM 715-01 PART B
Memwres ] L TR il Yes I No e _
73, Are legal sufficiency review @m mmo 5&5 TE&& by w E:%QE_ uniit that is separnie nd %ma from mru. . .
the unit which :m:&mm ] Esnum in azﬁ,nuun:o: gﬁumaam = )
.................. H”I P .\-
75. If; muvm_nwsu Ha uagam ._. m frames Eacﬁsﬁwn_ wow Em legal counsel's sufficiency Eins_ For -aﬁ_m X
- - =i

; 4"111 Gy O, e
i Micasure lias |} For all c:H&.Eﬂhn?ﬁ pravide
nnawmum_nawma&.ﬂﬁaq miand/Activity peryonael are aceountable for timely complisnee Us.&“ becomet i & briel explanation In the space
. Measures ovders issued by EEQC Administrative Judges, Yes | No |j below orcomplete sand stiach an
: . __ L __# EEOC FORM 715-01 PARTH |
76. Does the canmand/activity Haven sysiet of aaamnaoa conirol 10 ensure: Eﬁ Emnmmnaua aﬁﬁmw X . S ..
timely coimply with any orders %mﬁa,é Issued by BEOC. Kaa_.._iaa Judgos? R
o Measure ims { For alt unmet measures, provide
ﬂaai_u:no _nnsnnﬂ. Th nEEaun.Eun:iQﬁ system of management controls ensures Eﬂ the betnmet || 2 brielexphunation in the space
“Measures command/activity Hmely campletes all erdered corrective action and submits Yes Na || below nr complete and aftach an
. . it t omplisnce report o EEQC OFO within 38 days of such naﬂ.mwmno:. ) 4 EEOC FORM 71501 PART X
to the agency’s sigivs report:
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m . .
77, Does Emma@.umnﬁmmmmm: til "n_w ﬁaanﬁm.ai_»rs 150 days). w= u&n_ﬂm R__n». by mnco or UOZ@ Tx_ 1 N T
78. Dots the command/activity tifgely submit complignce reports to EEOC OFO within 30 days of B X

completion? Inof able to immedjately complete all erdered comective action, does the Sagzm\n&ﬁﬂw 4
submif interimg status Hﬁo:m v ﬁc dayy-until m: corrective action are filly implemented? . _

Compliance m:&auna.. : - Mensure bas || For all anmet measures, provide
i Co nd/Activity Eﬂannm—n«n aceounteble for the timaly noﬁu_nzos of been mef || 2 briefexplanation in the spsce
_S.nﬂn.ﬁm w\ sciions Ea&n& to camply with orders of EEOC, .m Yen No | below or compleiz gnd attneh an
. : - EEQC FORM 71501 PART H

79, Is. Sa_urgnm sﬁr EEQC o_.ﬂma entompassed ih the mﬂ.mo:swana standards 2. any Ssamam\mnasq X
employees? .

80, Does the comunand/activity pré: mptly provide to the NAVOECMA and EEOC the following m_ ..ﬂ
| n_oozamagon for completing ¢ wlinice, as it:applies, such as;

a>ne.=@ mao? noﬁw cm n:onm Mﬂﬁa Qmaéumﬁgxﬁmamg.ﬁmﬁnagw aw § nﬂ_au:ﬁa
oaﬂn_ OF payniz .noaa..nm =a 3:&. anonnt am nnognw mmam w&% :

B_E_as the award?

>  Buck Pay and Interest: Com
no.» of a nwa%ﬁu:wn_ n 5

Lo Compens: ges: Tl gency decisi dence of i i made?
Beo HEEEW mﬁonmm:nn Tasier ming muum_oa.‘.mvo_. m:ﬁﬂwmﬁ. statemnent by an mmn_dwzms %mn
eonfi uu:ﬁ that specific persolis or of e

s Personnel >o§au L., mn_%nagr.gang. Hiring

ce of Viola ginal signed and mwﬁ .ncwon Hmnn:@ :ﬁ mwﬁ- Ba En soznn smm
of| ofice will suffice if the original is not available.

. Capy of letter to complainant acknowledging reseipt from BEOC om
remanded case. 2. no& 0 to complainant transmilting the Report of Investigation (not the ROI

itself anless specified), 3. Oomw f request for a hedring (complainant’s requrest or nnaanﬁ_imnn«_a\ 5
__transmiftal latter).

3:&.} en En_m,cs m.»v FPU or Gy 7) om Em noa_.F__EE.

; and mm_& agreement with specific- na__e. Eo:nﬁ. ifappliczble, 28
_appropriate moocsanﬁrau ~ ef is-provided. .
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EEOC FORM
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.5, Eguat Emplayment Gppurtumty Commission
FEDERAL AGENCY ANNUAL

EEO PROGRAM STATIS REPORT

Naval Facilities Engineeri_z;g Command | : FY 13

STATEMENT of

ESSENTIAL

MODEL PROGRAM

NAVFAC continues to make- sxgmficant progress in aligning our EEC
Program. We will continue the momentum to move our program forward
through the eonsistent execution of estabhshed pohmes and processes-at all

'DEFICIENCY:

Proprestadivsiereriss

will be madc to emstmg pohmes and processes as 1equ1red and new ones

developed and implemented. Tn FY 2013, the following program deficiencies
will be addressed:

Essentiai Element E: Efficiency

EEQ investigations are not completed within the applicable prescribed time
Sramie. CNIC covitrolled HRO are at COL Level 4 and IRD.

Reasonable resources for the discrimination complaint process to ensure
efficient and sucecessful operation in accordance with 29 C.F.R. _
1614.1021a((1) are not provided becaiise NAVEAC is serviced by local CNIC
HROEEQ offices. CNIC is a COL Level 4 resyliing in insufficient resources

| to ensure nmely processing of complaints.

| Recruitment efforts and the analysis of those efforts have nof been tracked to

identify poteniial barriers in accordance with MD-715 and DON standards

| because applicant flow data has not been available. The Oﬂfce of Personmel
| Management USA staffing tool whzch is DON's-interim recruitment solution.

includes the capability 1o track applicant flow data.

OBJECTIVE:

Oversee the_hnple_mer_ltatio_n of'a new EEO service delivery model across the
enterprise in April 2013 which will give the EEQ Officers (EEQO) total
résponsibility for the establishment and maintenance of a Model EEQ
Program at the Command or Actlvrty level. This new service delivery madel

| is:more streamlined with the service providers owned by their respective

major conunands, ensuring alignment and accountability of the command
program.

| RESPONSIBLE
OFFICIAL:

| Commanders and Commanding Officers, CDEEQOs, DEECOs, other Senior
Leadership, and Personnel Resources and Programs (PRPy Manager, and

DON




DATE OBJECTIVE | August, 2011
INITIATED:

TARGET DATE 30 September, 2013
FOR '
COMPLETION OF
OBJECTIVE:

PEATERrresreplzProvideoversigh ;a-;;____mm&wmmmweamyawmmgbw%w

ACTIVITIES for the cffectlve management of their EEO program and for ensuing that
TOWARD: investigations are-completed within the applicable prescribed time frames.
COMPLETION OF

OBJECTIVE: 2. Issue EEQ Program score cards to commands based on FY' 13 program

- efforts and annual program status report submissions.
3. Conduct on-site validation visits.
' 4. Require comimands to provide documentation that they have conducted a

thorough analysis of applicant flow data when it becomes deployed in FY 13
through the USA staffing tool to identify potential barriers. '

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

NAVFAC oversaw the implementation of the new EEO service delivery model across the

+ enterprise which gave EEQ Officers (EEOO) total responsibility for the establishment and - -

maintenance of 3 model EEQ program at the command or activity level. NAVFAC was responsxble

1 for praviding the oversight, direction and guldance for the new HRO delivery system and provided

1 Tecommendations regarding necessary training requirements to ensure EEQO professionals possessed
the necessary skills and abilities to perform the duties of their positions. NAVFAC HQ EEO also

_conducted monthly conference calls with all the DEEO’s across the enterprise-to address concerns,
‘to disseminate information, and to-discuss relevant program initiatives and strategies, barrier _
analysis, special emphasis programs, complaints processing, reasonable accommodation, alternative
dispute resolution, polices, affirmative employment and the management directive, etc. NAVFAC
HQ EEO developed a NAVFAC EEO Community Management Plan which was signed by the
Chief Management Officer and was disseminated to the NAVFAC enterprise. This plan identified
competencies and core courses to assist in the development of an EEO workforce equipped with the
tools necessary to implement an effective and model EEQ program within NAVFAC, Department
of the Navy and the Federal government, NAVFAC HQ EEO also developed an EEQ/Diversity
Strategic Action Plan which was designed to Jead the effort in developing policies and programs
that ensure equal employment oppertunity (EEQ), promote inclusiveness, and foster a culture that
values diversity and empowers individuals in the workforce. NAVFAC HQ also received the
authorization to establish and fill a Complaints Manager position.




The above mentioned planned activities are complete and considered closed,

Planned activities (4) to-be continued in FY 14 include 1. Establishing EEO Program score cards to
NAVFAC commands based on program efforts and annual program status report submissions
beginning in FY 15, This was ¢hanged from FY 13 to FY 15 to allow EEQ programs mdre time to
fully establlsh themselves as model EEO programs. 2. Ensuring that compiamts processing is
leted wil ;y»th@magrgzh%blg ribed time frames. See NAVFAC's EY 2014 Part
T{Complaints) for details. The new Complaints Manager position will nsible fo
the critical need to improve timeliness of NAVFACs complaints processing. 3. On-site
validation/assist visits have heen scheduled for FY 14. One site {Southeast) and one assist (EXWC)
visits were conducted during the FY 13, 4. The requirement o have commands provide
documentation that they have conducted a thorough analysis of applicant flow data to identify

| 'poienual barriers is continued in FY 14,

‘e responsible for addressing | |




EEQC FORM

74501
PART H

U S E‘qua! Empiayment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PRDGRAM STATUS REPORT

= FY 2914 PLAN H-1 (Complamts)

'STATEMENT
" OFMQDEL . .-
{ PROGRAM -
"ESSENTIAL
ELEMENT - .
“BEEiGJEbiGE"

LES mlrhes Enﬁmeenﬁg Gomman (NAVFAC) in untfmefy in:

__'nompfe-ﬁn'; nvastigations. The fotus for the NAVEAC wilh-be. on 1mpmvmg the
"1} quality and Yimely procéssing of pré= complaints and format complamfs This.
' plan promdes direstian to the NAVF__,,._ ities Er gty ol -

".Essential ElementE Eff.mency T e

R e "_;'":Most FECs am:n_ot routmeiy' eebng thef-regulatmy ffmeframes for mfonna! :

o ahd plarits procesiing in abconianice with 29 Cods.of Fedetal =
.Regulatwns (CFR) 81614, the Equal Employment Opportunity Camm;ss:an ;

- {{EEDG) Management. Bifactfve (MD) MG and DON

-~ ;Pca’rcy and gwdance

L . a Form ai Com piamt Proc:essmg /
1 cases are-processed i accordance withi-all: reguiatery requirements Specxﬁc f

2] b Enhance
L ..-\events and updated poﬁcy gmdance and job aides

L '-.‘_--_:‘--'_.I‘_i_Raquasts far—~lnvesﬂgat|m and Cempletmn of Investtgatlon,-;

las Com ptalnts Pmcassmg

S -.:w.,'__':Pre-Co glaint Pr mg -—Ensure that at ammlmum, E}% Gf pre—
R compiaint prccessmg [s pmcessed tlmely . R -

Ensure that at am:mmum 90% afformal

- - issuances tobe monitared for timeliness are: Notics of Receipt of Formal
- Complaint; Recelpt of EEO- Counselar’s Report; Accept/Disniiss Lettef s

suppor‘f EEO pmctitmner deveinpment thmughztargeted 1rammg

RESPONSIBLE .
OFF !C ML

| Comimand Depity EEG Office, (CDEEOD), Dépity EED Ofﬁcers (DEE“) EEG

ik

I F’ractltmers Agency Representatwes at the commandfachv‘ty !evals

i

; BATE QBJECW i 190’5013&!'2013 Sl e I. AR
TARGETDATE FOR SUSepiembarEGM SR
CgoMPLETIONOF T !
| GRJECTIVES; DL s T e !
PLANNED ACTM'HES TGWARD COMPLE'I'ION OF DBJECTIVES e '.TARGET DATE .
e (Mt be specnﬁc)




s

To ensure that, at least, 80% of pre-complaint and formal pmcesszng are
conducted w;thm the regulatory timeframes, commands must.

a. Comply'with NAVFAC and. DON: po!tcy and: regu!at__'“":
complaints processmg in- addttron tothe 29 CFR §16
. reguirements.... T

b fmplement NAVFAC prescrtbed ‘standard perfarmance objecﬂ -
requiring timely processing for all'/EEQ practitioners responsnblee-for'
-processmg complamts

d. Conduct pericdic reviews, in coprdination with Agency rapresentativas of

cases to determine the potential-for resolution.

e Rewew |Complamts database information on ata mmlmum on
basis and monitor EEO office’s compliance with NAVFAC and DO
requirements for accuracy of data entry.

30 September 2014
(specuf ¢ action

i officers identified:

with individual

1} p!anned actwutles)

Action: CDEEOO, DEEOOSs, EEO practitioners, Agency Representatives at

the NAVFAC FECs will brief the NAVFAC CDEEOQ on-the
status of their complaints processing.

Action: DEEQQOs

30 June 2014
{specific action

-officers identified

with individual
planned activities)

Fer EEQ practitioner’ development, the NAVFAC will conduct sustainment
training. fccusmg on improving efficiency and compliance with regutatory
.gwdance inaccordance with. needs as detemnined by the FECs.

Actlon NAVFAC CDEEOO

30 September 2014
{specific action
officers identified

J-with individual-- o -

planied activities)

Disseminate DON Discrimination Complaint Processung te
the FECs.

Action: NAVFAC CDEEOO

30 September 2014

REPORT OF ACCOMPLISHMENTS/STATUS OF andior BODIFICATIONS TO ORJECTIVE:
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EEOC FORM U.8. Equal Employment Opportunity Commission
71501 FEDERAL AGENCY ANNUAL
PART | -1 EEQ PROGRAM STATLS REPORT

Naval Faciliies Engineering Command

FY 201'3

STATEMENT OF CONDETION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

fermalgs: 24963 (OLE 40

The dlsparlty hetwaen Hispanic men and women,

1 African American Females, and Females in
T NAVFAC civilian workforce and the civilian labor

force (GLF) is significant.

“Kfrican Ametican Females: 3 61% (GLF- 5.70%)

| Hispanic Males: 3.94% {CLF: 6:20%)

Hispanic Females: 1.78% (CLF: 4.5%)

BARRIER ANALYSIS:

Provide a description.of the steps taken and data
analyzed io determine cause of the condition.

| Reviewad workforce statistics

Reviewed recruitment statistics
Revigwed complaint siatistics

Over the last several years, NAVFAC has reported a

{ consistent trend showing a low parlicipation rate of

Hispanic males and femaies in their appropriated’
fund workforce. This same trigger is consistent at the
DON level. A review of FY 2012 Table AS indicates
afow partic:lpatlon rate of Hispanic males in all major
occupatlnns Based on-a review of Table A4, some.
commands also reported & trigger fora potentlai

| bartier, with respect to the career progréssion of

Hispanic males and females

STATEMENT OF iDENTIFIED BARRIER:

‘Provida a suceinct statement of the agency policy; - |-

procedure or practice that has been detarmined to
bethe barrier of the undesired condition.

| Most commands have conducted some data

analysis yet they still experience difficulty in-

process, FY 2013 planned activities will continue our
focus on mere in-depth barrier analysis efforts atthe
echelon # and 1V levels. We expact that these
planned activities will result in the identification of

} any/all specific barriers in agenicy policies, practices

and procedures and the development of effective
barrier elimination plans.

OBJECTIVE:

State the alfernative or revised agency palicy,
procedure or practice to be implemented {0 correct
the undesired condition.

| Provide commands with a framework for coriducting

a more in-depth investigation to uncover the
underlying cause(s) of friggers o pinpoint specific
barriers in policies, practices.or.procedures that may
be impeding the participation of Hispanic males and
females in the NAVFAC workfarce.

RESPONSIBLE OFF{CIAL:

Comimanders, Commanding Officers, CDEEQO,

1 DEQOs, PRP Managers; hiring officials, supervisors

and managers, senior level managers involvad in
harrier analysis afforts.

datermining their.next steps in.the barrier.analysis.....|.. -




DATE OBJECTIVE INITIATED: | 1 Febritary, 2012

TARGET DATE FOR COMF’ LETION OF | 30 September 2013
OBJECTIVE: '
EEOC FORM _ _ S
715-01 EEQ Plan Ta Eliminate Identlfied Bairier
PART1-1

PEANNER-ACTIVIFES FOWARD-COMBLETION.QE-OBJEGTIVE:

TARGET DATE
st b6 Spadine)

Echelon liland IV commands will condiict and report the results
1 of their analysis of the occupational group data that comprises

| the majority of their workforce against the OGLF of Hispanics in
these same groups. Responsible Official; CDEEOQs, DEEOOs,
HROs, supervisors and managers, senior level managers '
invelved in barrier analysis efforis.

July 31, 2013

Echelon Ill and IV commands will.conduct and report the results
of their analysis of major occupation data where there is a low
participation of Hispanic miale-and females. Responsible Official:
DEEQOs, PRP Managers, HROs, supervisors and managers,
senior level managers involved in barrier analysis efforts.

July 31, 2013

Echelor I} and 1V commands will conduct a thorough review of
their recruitment and hiring practices, policies and procedures
(inciudes, but is not limited, to a review of recruitment efforts

| jwhere, how, results, etc.], how positions.are advertised, hiring.. .
authorities used, selection factors, area of consideration, sfc.),

1 report findings and describe their next steps in the analysis
process (to include the identification of the specific bamier(s) and
developmen_t of effectlve bariier elimination plans).

I géptertber 30,2013 |

Echelon it and IV commands will conduct & thotough
examination of promotion policies, practmes and procedures
{includes, but is not limited, to a review of how positions are
advertised, criteria for promotion, sélection factors, area of
consideration, hiring authorities, etc.) to determine if there are
any barriers that may be impeding the career progressmn of any
1 group(s); report findings; and describe their next steps in the

1 analysis process (fo include the identification of the specific
barner(s) and develcpment of effective barrier elimination plans)‘

‘September 30, 2013

chhelon it and IV _commands -w:ll. conduct trend jar_ra[ys'es_ of
accessions and separations by ERl/gender/disability; report.
findings; and describe next steps in the analysis process (to

September 30, 2013

2




include the identification of the specific.barrier(s) and
development of effective barrier elimination plans).

Mote: The blue text immediately below sach
planned activity is the report of

- gccomplishments for activities identified far
exacution in FY 2013

During FY 2013 NAVFAC headquarters staff; to include SEPMs, SES Champions,
supervigsors, managers, senior leadership and other relevant stakeholders conducted an
in-depth and comprehensive analysis of thalr workforoe throughout the FY fo identify
specific barriers and or deficiencies in agency policies and procedures and employment
practices that Imit eguality of opportunity for any or all groups within the organization.

i FY 2012 Hispanic's represented 5.7% of the total workforce as compared o the 2000
Civilian Labor Force (CLF) of 10.7%. 57% of the NAVFAC Hispanic workforce is located
in NAVFAC Scuthwest (SW) and NAVFAC Engineering & Expeditionary Warfare Center
{EXWTCY which is consistent with Censug and Department of Labor statistics which
indisates that the largest Hispanic popuation is in the west {Califoria) and sowthern
ragions {Texas and Florida). Hispanic females were parlicipating below the Ocoupational
Chvlian Labor Force (OCLFY in the following occupations: general engineering,
engineering technigian, civil engineering and confract surveillange. Hispanic males were
participating below the OCLF in architect, enginesring technician, contract and IT
specialists and survelliance oooupational categories. Hispanic males participate above the
OCLF in mechanical and civil engineering, general anginesr and environmental engineer

| occupations. . Hispanic females paricvipate above the OCLE in mechanical sngineer, . ...

envirenmental enginesr, 1T specialist, architect and confract apecialist positions.

in FY 2012 officials and managers, oraft workers and professionals were the top three
ocoupationatl categories. 33% are in the officials and managers category, followed by craft
workers at 258% and professionals at 24%

Commands indicated that their outreach and recrultment strategy was insufficient to attract |

a more diverse workforce. To incréase the diversity of the workforce a recruiting initiative

for FY 2013 and out vears was established. To achieve oplimum success, ali job fairs

gscheduled are based on identified areas of low participation as reported by the Navy
Systems Commands (SYSCOMs) EEO offices. Multiple areas of low participation will be
“the focus of this new sirategic recruitment nitiative. Triggers of continuing low

participation have been documented for Hispanics (Males and Fernales), African

Americans {Male and Females), and Asians {(Males and Females) and IWTDs at the
“mgjority of NAVFAC sites.

Historivally, SYSCOMs have utitized the traditional methods of independently managing its
eivilian corporate recruiting and partnerships with diversity focused organizations,

3




Howaver most recently the SYSCOMs desire to optimize resources and effectiveness of
corporate parinerships throughout the Department of the Navy (DON) resulted in a formal
| partnership with NAVFAC, NAVAIR, NAVSEA, and SPAWAR which was implemented in
third quarter FY 2013, Navy senjor leadership endorsed the Diversity, Recruiting and
Affinity Group Parinership, A charter was also developed and signed by NAVFAC,
NAVAIR, NAVSEA and SPAWAR Executive Diractors. The SYSCOM parinership has
many benefits, among then, the following: provides cost savings to the Navy, offers
opportunities for engaging with additional afiinily groups, strengthens, streamiines, and
mtegrat&s i‘\iavy civilian rﬁaruztmg prasem:e eﬁc;aqes potential talent across a mix of
innovative sowreing for poteniial tale

The parinership established a working group, which is composed of representatives from
ail four of the pardicipating Commands. The working group meets weekly to plan and
execute recruifing strategies and plan evenis for the DON. Each parinership event
requires four main roles which are: The working group member POC, the SYSCOM event
| lead, the on-site event lead, and the recruiter. The roles and responsibifiies are clearly

outlined for each of the positions, and recruiter fraining is also provided for everyone who

will be participafing in a BYSCOM partnership event before they can aftend.

Due to continuing fiscal uncertainty, the DON issued a hiring freeze in January 2013,
which put a-hold on the majority of the hiring actions, while the Commands took a closer
look at their budgets, The majority of commands reported that the NAVFAC hiring fresze,
sequestration, and the "NAVFAC First" palicy, which only authorizes current NAVFAC
emplovees to be hired, coupled with a low turnoverfatltrition rate, causes linited
opportunities for low partlmpat on groups to apply for jobs within NAVFAC, NAVFAC also
does not have aceess to substantive applicant flow daia 1o conduct an accurate barrier
analysis. Without adequate applicant flow data, commands reported that they did not
have encugh information to determine if low pariicipation groups were applving for

NAVFAC pGSit ons or 11’ ;hey Were gettmg referred mtemewed and s€ &cted f{:r NAVFAC
1 positions, e A

NAVFAL HQ briefed and disseminated their barrier analysis efforts and conclusions o the
Business Managemaent Board (BMB). The BMB is the decision making board that leads
the coardination, irtegration, and management of NAVFAC Business and sugport fines;
provides dirsction and oversight of programs, policies, and initiatives that suppoit
NAVFAC's workforce; and assists the CIO in the priordtization, planning, programming,
budgeting, and execulion of IT projects within NAVEAC,

| The majority of commands also reported that as a result of the new EEOQ/HRO service
delivery model many of them lacked the competencies to conduct an effective barrier
analysis. This will be addressed in NAVFAC's FY 2014 Part |,

Females comprise 24.9% of the NAVFAC workforce compared fo the 2000 CLF rate of
46.8%. Females partlc;pated below the OCLF in confract surveiitarice (30.6% as
comgparad to the QCLF of §6,8%) and enginsering fechnician {7.5% as compared 1o the
OCLF of 19.1%). Females participated above the OCLF i program analyst, general
anginesr, architect, mechanical engineer, ared environmental engineer occupations.
NAVFAC Africar American female’s participation rate of 3.6% Is below the CLF of 5.7%.
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African American females paricipated below the OCLF in the following ocoupations:
angineering technician (5% as compared to the OCLE of 2.2%), and confract surveillance
| {4.7% as compared to the OCLF of 7.8%). Commands indicated that many of the same
hamers and or deficlencies in.agency policies and procedures and amployment practices
that limit eguality of opportunity for Hispanic males and females were similar for fermales
and African American fernales; ineffective outreach and recruitment steategy, hiting
freeze, NAVFAC 1% policy, sequestration and the lack of adequate applicant flow data and
a lack of competencies io conduct an effective barrier analysis as a result of the transition
G the new EEO/MHRO sewice delivery model

A Oerent Slages
in the process of estabhshmg the foundation fora mcsre madepm mvestagatm others are
at the initial stages of execution of their planned aclivities, while some commands have
already identified a potential barrier and are in various stages in thelr barrier elimination
afforts.

NAVFAL commands are ot different stages in thelr barriar analysis sfforts. Some are shill
in the process of establishing the foundation for a more in-depth investigation; others are
at the initial stages of execution of their planned aclivities, while some commands have
aiready identified a potential barmier and are in various stages in their barrier efimination
efforts,

With a few modifications. this effort will continue in FY 2014, See NAVFAC's FY 2014
PART L and Part J FY 2013 & 2014 for details.

EEOC |  US. Equal Employment Opportunity Commission
EoRm T CDERAL AGENGY ANNUAL e
715-01 EEQ PROGRAM STATUS'REPORT
PART -2
Naval Facilities Engineering Command FY 2013
STATEMENT OF CONDITION THAT Low participation rates for Females,
WAS A TRIGGER FOR A POTENTIAL Hispanics, African Americans, Asians and
BARRIER: IWTD in seriior level positions,

Executive/Senior Level (GS-15 and Above).

BARRIER ANALYSIS: Findings are consistent with the following

data sources: FY 2012 work force profiles,

Provide a description of the steps taken analysis of statistical data in DART, NCLF
and data analyzed to determine cause of | statistics, reviewed MD-715 A tables and
the condition. current leadership programs.

STATEMENT OF IDENTIFIED BARRIER: | Traditionally pipelines to career
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development prograrms: lacked diversity.

Provide a succinct statement of the {

agency policy, procedure or practice that

has been determined to be the barrier of
the Lindesired condition.

OBJECTIVE: Continue to educate managers and

supervisors on the command philosophy of
Stdte the alternative or revised agency maintaining a diversified work force, provide

- M__]C_)DIIC.}{, procedure or. practice to be __devggggmental programs _fqr career growth
“1"implémented to'correct the tndesired THo'the tpper Tevel positions, and collaborate”
condition. with Community Management 16 ensure the

work force is properly trained in order to
apply for career developmental programs.

| RESPONSIBLE OFFICIAL: Commanders, Commanding Officers,
Senior Leadership at all levels of the.
Command, Total Force, CDEEQO, DEQOOs,
and PRP Managers.

DATE OBJECTIVE INITIATED: 1 November, 2010
TARGET DATE FOR COMPLETION OF | September 30, 2013

OBJECTIVE:

| (
EEOC FORM
71801 EEO Plan To Eliminate Identified Barrier :
PLANNED ACTIVITIES TOWARD COMPLETION OF ~ TARGET DATE
OBJECTIVE: {Must be specific)

“Monitor and analyze work force demographics for upward October 30, 2013

mobility, retention, and recruitment. January 30, 2013

May 30, 2013

September 30, 2013

| Dévelop and disseminate workforce demographic profiles to
managers/supervisors to be cognizant of statistics within their

areas. October 30, 2013
Note: The biue text immediately below each ,;Aa; uggy 381301 3
planned activity is the report of Segterh,ber 30 2013

accomplishmaents for activities identified for
- gxecution in FY 2013,




REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

A review of NAVFACs high grades, Tabie A3-1 indicates that in the Senior Executive
Service (8E8) and eguivalent high grades White males participate at a higher rate when
i compared to the rest of the groups.. All other groups are present at the pipeline grades.
{G8-14-G5-15).

Male & Female High Grade Comparison
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The majority of SES positions are al the major command level or in the District of
Columbia. NAVFAC SES posttions are located at Headquarters (7 positions) and Naval
Crane Center {1 positiory). Many comymands indicated that there are lirnited

| opporiunities to advance 1o the SES grade. Some commands indicated that females,

| regardiess of their race and national origin are not participating at their expected rate in
the high grades when compared fo their parficipation in the NAVFAC workforce, Lack
of caresr developmentsl opporiunities was ideniified as a facior that impacls female’s
prograssion fo higher grades. Some commands also reported that the practice of using
the iocal commuting area as the primary consideration when filling vacancigs as a
potential barrder for some groups, More analysis needs 1o occur within NAVFAC to
closely examine the ocoupations that lead to a SES position and a determination needs
to be made regarding the serles thaet individuals oocupied when they were promoted to
the SES grade. An analysis neads to include a review of hiring policies, practices, and
| procedures which includes the grea of consideration, promotion paolicies and
procedures, surveving the SES staff which detalis their career progression that led {o

7




them heing selectad for the SES position and inciudes an analysis of the developmenital ‘
programs they may have participated in. -

NAVFAC commands are al different stages in their barrier analysis efforts. Some are
stiil in the process of establishing the foundation for a more in-depth investigation;
others are at the initial stages of execution of their planned activities, while some
commands have already identified a potential barrier and are at various stages in their
narrier elimination efforts.

Mmimmmsm&ﬂ&s&&mﬁﬂmm%

TPART -2 for detatls,
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EEQC U.S. Equal Employment Opportunity Commission
FORM FEDERAL AGENCY ANNUAL

716-01
PART-3

EEQ PROGRAM STATUS REPORT

Navaf Faciliies Engineering Command

FY 2013

STATEMENT OF CONDITION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

Provide a brief narrative describing the condition

How was the condition. recognized as a potential
harrier?

.indw;duals wﬂh Targeted Dlsahllltles (IWTD}
participation rate is below the DON goal of 2%. Their
representation: in the workforee is 0.68%.

BAREIER ANALYSIS:

Provide a description of the steps taken and data
anglyZed to determine cause of the condition.

Findings are consistent with the foliowing data

- sources:-FY 2012 workforce analysis, NCLF
statistics, analysis of statistical work force datain
DART and review of MD- 715 B tabies.

STATEMENT OF IDENTIFIED BARRIER:

‘Pravide a suceinct statement of the agency
‘policy, procedure.or practice that has been
determined to pbe the bairier ofthe undesired:
condition.

Low number of accessions of IWTD due to NAVFAG
First resruitment policy, atiltudinat barriers, lack of

numeric hiring goals, under-utilization of Standarg

Form (SF).256 and absence of a separate budgst to
fund RA requests.that are not provided by other
sources. '

OBJECTIVE:

‘State the alternative or revised agency policy,
procedure or practice 1g be implemented to

correct the undesired condition. :

Increase usage of other hiring authorities or revise

current NAVFAC First récruittient. policy, increase

training initiatives to decrease attitudinal barders,

] establish a separate budget for. RA requests, re-
1 survey the workforce and establish numeric hrrmg
4. geals for.individuals with disabilities and. iWTD

{ RESPONSIBLE OFFICIAL:

1 Commanders, Commanding Officers, Senior

Leadership, Taotal Farce, CDEEOO DEEQOS and
PRP Managers.

 DATE OBJEGTIVE INITIATED:

1 October, 2012

TARGET DATE FOR COMPLETION OF

1 OBJECTIVE:

30 September 2013




EEOC FORM | | |
71501 EEQ Plan To Eliminate {dentified Barrier
PART -3
PLANNED AGCTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
: (Must be specific)

"Increase training initiatives fo decrease attitudinal barriers and deploy to _ _
the workforce, resurvey the workforce reguesting. voluntary self- March 30, 2013
|dentn“ catlon of a dlsablilty ut:hzlng__Standard Form (SF) 256 .

Establish a separate budget for funding RA req uests that are not prov:ded
by othier sources and disseminate information to the workforce and June 30, 2013

establish & process for identifying fmprovements and changes and update- | September 30, 2013
NAVFAC BMS RA process to reflect change.”

| Saicit input from major commands on how to set realistic numeric hiring L .
goals for ifidividuals with disabilities and TWTD. September 30, 2013

Note: The blus text immediately below sach
planned activity Is the report of
accomplishments for activities identified for
exacution in FY 2013,

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

WTDs comprise .68% of NAVFACs workforce as compared to the DONs goal of 2%.
IWTDs parficipate below the 2% rate. WTDs participation is the highest in the

following oooupational categories: officials and managers, professionals and craft

workers, WWTDs participation rate is the highest at the G&-12 grade and the WG-10

grade. JWTDs parficipation rate is the highest in the following major aceupations: o

engineering technician, 1T specialist and maintenance worker. There were a total of
eight separations during the FY. Seven of these separations were voluntary and there
was ong involuntary separation. NAVFAUs WTD workforee declined by onein FY
2012 as compared to FY 2011, There was no participation of IWTDs in the following
major occupations: architect and civil engineer.

MNational Disabiiity Employment Awareness Month was used as a means to inform and
aducate the workforce, promote opportunities for the disabled community and to
address g perception that attitudinal barrfers werg contributing to participation rates
helow the Federal High. The SES WYD Champion and Special Emphasis Program
Marnagers disseminated information to the workforce, in a public presentation and also
via emall, on the imporiance of resurveying the workforce, requesting voluntary seif-
identification of a disability, utifizing the Standard Form (8F) 2568, They also
disseminated information fo increase the awareness of utilizing the Schedule A hiring
autharity.

During monthly teleconferences, the CDEEDQO asked DEEOQs to encourage
supervisors and managers fo encourage their employees to aelf idantify in My Biz,

10
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concarning their disability status, emphasizing DONs goal of €%, DON CHRM
Subchapter 1603 apd DON Subchapter 1604, the DON Guide for Conducting Effective
Barrier Analysis were disseminated to all commands.

A briefing regarding disabiiity etiguette was also deploved and uploaded on the
NAVFAC EEQ website, Managers and supervisors regularly received up-lo-date
information on employing Disabled Veterans. Supervisors were briefed and frained on
the reguirements fo provide reasonable accommodations (RA) to qualified individuals
with digabllities. Leaders were informed that accommodations may inchide job

Ligstructuring, alternative wpr__k_g;_:heduies job sharing, part-time employment, assistive |
FEohNoIDgY . WOrk Sife TOHHCANoNS, Merpietars, redders. and rermaval of architectaral |

and attitudinal barriers 1o employment.  Frocedures and policies for reasenable
accommodation were disseminated during new employee orientation and during
employes/supervisory EEQ training.

NAVFAD H{, with assistance from the field, also published a new Business
Management Systern (BMS) reasonable accommodation process, which is located on
NAVFACs EEO website and is also available on the BMS side. The NAVFAD BMS
nrovides a systematic method for the management of business processes, common
sractices, and process and quality Improvement that produce and/or support
praduction of Command products and services. This provides best business
processes documentation for use by all NAVFAL Commands and links to applicable,
appropriate, and up 1o date policies, guidance, forms and information. The infent of
BIS is'to provide easy access o key information within a workflow (process) context.

ARter a review of budget recommendations NAVFAC senior leadership decided a
separate budget for RA requests was not required because there was sufficient
funding for RA reguests. NAVFAC was not able to establish realistic numeric hiring
g_c;ais fc:r i-WT D duréng t_he FY‘

Submissions indicate that commands are at different stages in their barrier analysis
sffords. Some ave still in the process of establishing the foundation for a more in-depth
investigation; others are at the initia) stages of exgcution of their planned activities,
while some commands have already identified a potential barrier and are in various
stages of their barrier elimination efforts.

With a few modifications, this effort will continue i FY 2014, Sea NAVFAC's FY 201714
PART L3 for delails.

11




!,—__,_.. N v ——— R Lo et e w8 Bl g s 2 e g

i EEQC FORM U.S. Equal Employment Oppwtunity Commxss:on |
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"-'{_pq A\IFAC 1:\( 3014 1. o -_ _FY 291 4 Plan_ i"".i. AmanslHrgh Grades)

+ STATEMENT OF aonumon THAT ms A meesgf.{ | Asian
FOR! APGTENT]AL BARRIER: . T hiok

Pmmde & bnef-nan'ai R, scribmg ihe cuntﬂﬁon at issue

e eondman recogniaed ag a ;ﬁctanﬁal ban'!er?

| ing: pary
ST males and fema]as i the overail NAVFAGWorkforce,
| Asian-Americansiand Pacific Islanders did not:have
T 7T Lthat saie partlcipatian rate in NAVFAC high grades
oo andmtheSES

pipelin "'to the Senior Executrve Service: (SES) g

A . Aslan.males and: fema‘es, in particular; .
© | contiriue to patticipate at & low rate in SES positions' |

“7 | compared o théir overall.participation. rate fn tha total
o ._-:i._workfmce and in. same pme__me'gradﬁs

BARH!ER ANALYS!S '2010 fhrcugh FY 20‘13
' Lol muchiof the information requzred toconductamn---- i
Fm\adea descnpﬁon ofthesteps (akenanddaia analyzed " denth barker aralvs e, Krar - ‘_l
ho: d&“"’“‘“"‘“a”ﬁ"me Gendifn. s Tl _-ﬁ..'appltcant ﬂcw data :-n.ot avaﬂabie i
. -
. ¥
1

L




.

j ";‘Admws’crati i
LT Management). 0343 (Management Program

Ma,nagemem) T’here is 2 direct. correlation beiwaen

S axamnaﬁon o feeder grades in these series; 3.
'-detarmmatmn ifother.grgups: had a tngger o 1ow

" participation rate In these serm, A exammatlan of
-.'Promoﬁen i&oﬁmﬂa fpractrcas and pmcedures” tred

op six serley were the 030‘1 (Mfscellaneous L
and’ ngram), 0340 {Program: ~. -

10';(Informat:bn Tec ._nology ;

:;Whtle same pmgress was made i the current :
-~ | reporting: peno;i many Faclities Engtneenng Ccammnds
R | (F EC&) are at dﬂfermt sfages iy thezr bamsr ana!ysas

P ;-._,-_I‘...,.... R

b atwes assngned tc FEGS inalude

| STA‘I‘EMENTBFIDENT!FiED BARRIER{”--"”— ol

o ' Ea\iranaﬂf NAVFACS barna" ana[y&-‘als effrzrts to
B date md(cafe a beiter understandmg af ihe ctafa
F’mﬂidea summl staiement af thaagency pultdy‘. . : e .

Z




ban‘iercfthé desaredccnditmn e

pracin:a tha! has baen ﬁatermmed to be the-. : ':

- .-,-ana[ysis par:t of the procéss I—ltmaidafureri a[thcugh 1
- ] ‘some FECS have conducted good data dhalysis and R
Lo b are mwmg forward to:a'more in-dspih analysis, there
©: | arestilla few FECs that Have not completed afl - |
CeeL | aspects. of data andlysis. Some FECs also had -
L pdifficdty connecting the resuits of their mdmduahzed I

¢

i

. State ﬂze aiternawa cr revfsed agency p

' condaﬁon

_ Gy, pfdéedurs‘.‘-""'f
- orpracticetqba impiemented i mrreqt;-thegnd&s?rad EH

L aRd Pagifie Islande frie NAVFAG hlgh gradés and
| sEStevels., e \

m-pedmg the: fuii.pamcfpatlon of | Asm Amencans

e Gommanﬂ Beputy EEG Oﬂicer.( DE BO), Deputy
R -'_'-_‘EEO Officers (DEEOOS)HR Officers, hiring offfials, -
o Lsupervisors andmanagers ‘Henior iavel managers '

B & lnwlved |r| bamer anainIS efferts_ S

| | mATﬁ GBJEGTWE INITIATED

"}_-october 2013

TARGET E}ATE FOR COMPLET!GN {DF BEJECT WE

‘ 30 Sepfember 2014

. EEOC FORM
X 7]

EEO Plan To Efiminate Identified Barrier

el pmmeaAc-fwmesmwmncomamu ammacm B

TARGET DATE - o
{Must besper.:ﬁa} S

| As they 're'-a!l atdrﬂ‘arent stages rn then‘ bamer analysis effarts "NAVFAC. Ll
FECs afe reqwred tn estabhsh ndmduah ed planned actzvﬁiesf exectmon m ;j. PR T




d. HFECs are not yet in theposition fo-draw any conelusion,. provzde
{ a status on the planned. actmtles completed thus far and their next
steps in the process.

FECs are'requiréd to provide a yearto-date status brief'to the NAVFAC

-Office-of- EEQF Diversity-on: their-efforts: toward: accomphshmg Ahiis pian
FECs must-also be: prepared to-outiine their next: steps for the: remamdar of
the fiscal year.

REPORT OF ACCOMPLISHMENTS/STATUS OF and/or MODIFICATIONS TO OBJECTIVE
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EEOQOC FORM U.s. Equa! Empmyment Qpportunity Commission

715-01
PARTI

FEDERAL AGENECY ANNUAL

EEO PROGRAM STATUS REPORT

| NAVFAC FY 2014 1-2

FY 2014 Plan 1-2 (Hispanics)

| STATEMENT OF CONDITION THAT WAS A TRIGGER
| FOR APOTENTIAL BARRIER:

Provide a brief namative dascribing the condiien-at issue.

How was the condition recognized as a potential barrier?.

Over the last several years, all NAVFAC activities
‘| have reported a consigtent frend of alow

participation rate of Hispanic males-and females in
‘their appropriated fund warkforce when compared
to the Civilian Labor Force (GLF),

TATEVIEW OF tHe NAVFAC top ten major
- occupations {Table AB) for the last three ﬁscar

years shows a trend of low participation of
Hispanic males in the following ocoupations:
802, 1101, 0819, 0803, 2805, 4749 and
s} 343

Hispanic females are consistently participating
below.the OCLF in'the following occupations:
0802, 0801, 0343, 0803 and 1101,

Some activities also reported a potential bamier
with respeci to the career progression of Hispanic

| mates and females.

| BARRIER ANALYSIS:

‘| ‘Provide a description of the steps taken and daia analyzed
- {o.deterniing sause of the condition.

‘Diue to the disparity between the participation rate

of Hispanic males and females in-the overall
NAVFAC workforce when compared 1o the OCLF,

the NAVFAC will continue to investigate.

e s
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“Overall, barrieran aiyélé effofts e Ida‘cé_




. anatysis

T Same FEGs have aiso had difﬁculty connectmg ihe ,
L resuts: of theld individualized analysisi
©.. | Consequently, st
P10 Fidentification of any barriers. ' in FY 2014, the.
.| NAVFAC will continue o fopus on: enaunng that

stifl work to be: dme.m thfe

there

FECs wmk ta con*ip!ete thts crrticai m depzh

;cs.:scmve e
'~-State1healte Ve or-révised agehcy poik

' -p:acmaato Be lmpiemanted carredk the undemmd
_-cqndttwn : SR b .

'. -Réé?éﬁfs@.uéﬁ ORFIGIAL;

Bgers, s
RO :_-']nva[ved_ ,1_ barr anaiyals eﬁoﬂs

icers (DEECOs), H

y_{EEo Offfost (CDEEG@), Deputy
R_O_fﬁcers hmng offigials, |

1 Octaber' ‘012__. T

".JEO_SEPtember 2014 SR

- TARGET BA?E
-"-"'. (Musthe specific}

e _'-?f_‘m the pmess must be prswde by t"’e.mpze"m dété

cmducted and How the. FEC reachad thls canclusmn'must be SO S
h'the-report nfaccnmpitshment ST

g 3& September
2014 3 -
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in lisu of periodic written submissicns.as in past years; F.E_Q's;.-a_té':-requiréd-_tq
‘present the:status of thalr plan and efforts towards accomplishing this.objective to

| | the NAVFAC EEO Office of EEO/ Diversity. | 30 June 2014

REPORT OF ACCOMPLISHMENTS/STATUS OF andior MODIFICATIONS TC OBJECTIVE:




e —

| EEOG FORM.
L 74501
PART |

LS. Equal Empioyinent Opportunity Comm:ssion

FEDERAL AGENCY ANNUAL

EEC PROGRAM STATUS REPORT

LY 2014 Plan 153 (lndlwd"ﬂ's W‘“‘
'_-rgeted» mtsablhtles) SR

FOR A PﬂTEH?!AL BARRIER

STATEMENT OF CONDITION. 'n-us:r ASA TRIGOER. | A ey

.:_.:tiisabflztles (IWTD).

"_contmued 1o, decrease m FY 291:3'

. g p - I
aﬂalyzed {a determme cause of 1he oonrﬂt:on L

e ' dlsablhttes

- g s, the NA FAC has bf:en ac:tweiy o
} t‘_;e_faundat:cn 0 n~depth ‘barrier analysis to L
‘-determme the causefs for the low participation of .

mdmdua;s with: dlsabihties in the_, NAVFAC c:r_kfeme | ".' )

B ; ;ﬁeestabkshmg 'ihe faui?dat;m for a more m- depth

- investigation;’ others. are-at the injtial stages of
execttion (o ;hs_:_rr p!anned actmtles), whiia some

‘ att:tudlnal 'bame

| STATEMENT OF IDENTIFIED BARRIER: 1+ _ _
o T T e e determme n‘there arebamers 1oiheemploymentaf

, 1n—depth anaiys _-;has yet to be accom;ailshad tn Y




-f_Prowde,a uc::nct statementnf the: agency por cy, C

: hamer cf tha undesrred canmﬁcn

- idiguals with targeted disabiltes in the NAVFAC. .

“procedure or practice that has -besr datefmined to be thet© s B DL T

I'DBJEGTIVE
I

Siats the 3ltamaﬁve or: rewsed agency pahcy. mcednre 1
. of practice 1o hE mplamen!ed to ocrreci the: undasired
:cand'tk}n__ RS o i . .

The NAVFA '.Wilf execute thatr '.'f R

L : __'Cammand I"e; uty_EEG. Ofﬁoer (CBEEOO) Deputy
SO -_'EEG Ofﬁcersj{DEEC}Os), HRGS, hlrlng ofﬁmais

im‘ EOBJECTNE mmmem . R

'~_ TARGF'.:T DATE FGR CGMPLE'RGN OF GBJECTWE '

EEOC FQRM S "
CTMEOF.

n TARGETDATE. - .
{Mustbespectf‘c)_'




In lieu of periodic-written submissions; FECs: are-required o

provide a year-to-date status-and progress-briefing to the NAVFAC HQ
Office of EEO/Diversity ‘on their execution efforts towards ’
accomplishing:this-Part 1.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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EEOC FORM | U S Equat Empfo yment Opportunity Commission.
715-01 : FEDERAL AGENCY ANNUAL
PART I ! EEO PRDGRAM STATUS REPGRT

| FY.2014 Ple
-~ Targeted: B;sa brhtles)

lan M (indmduais w;th

':'sm*smsﬁr ""'fcoummn THET W) _A.TR GER
FOR! morsnm:. BARRIER: - -

'_".Prcmt:le a hnef nanahva describmg tha cond!hon at

A aw nf'-"rabla B1 shmvs the percentage of the o

rate of mdmduds w;th 1argeted

-f'an _ yzed fo datarmine cause ﬂf iha cdnﬁli:dﬁ S

,_ detehmne the oause/s for the Iow partac:patmn of o
' -,’tndmduals wrih dzsablhtxes in the MAVFAC wiorkfor

RS ?'I‘the casté as .__Glat'aﬂ
PR j_accnmmadatlens{RAs) etc
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_:_,not comfortable mferac:tmg wﬁh 1ndwi_duals wtth '

_th promdmg reason'aﬁle

o A patanifat aitntudma{ barne : X
PR ewdenced by comments made_: by SUpEI’VlSG[‘S and

' hrrzng IWTDS as




_— 4ﬁ,.,..z\_,~.. 1 medd P

S and managam m vanous farums

barrier of. 1he undesgred cnndltmn -_; AT

Cpravedurs. or practicathazhas baen de*termmedlc bathe : AREAREE S

. i B .résiency fioltcy; pio cedum
. Dr pracf c&m ba frnpi . ented {a mrrect the undesmd
";ct}nditlcn i Ol ; L

and to dzspel myths:

tmtiatwes

o ﬁ-l" }'he NAVFACWHI develop am:i dapioy trammg L
creass perceived attitudinal bamars' L
arding: ’zhe emp,fﬂyment and S

 RESPONSIBLE OFFICIALY © | .

TARGETDATE - . |
_ tﬁustbespac:ﬁc}"'_ pe o

|30 Septembier 2014




REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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U S. Equa! Employment Dpportumty Commission
FEDERAL AGENCY ANNUAL
EEQ PROGRAM STATUS REPORT

:"-:-BARRiER Anas_‘rs;sg

. _'Pr‘amtie E desc h_an' nf 1he steps lakeg‘l and
ia daiennme cause of ihe enndrht.m =

o e FY2013.

“Er ng Commands (FECs}
osmb!ebamers for'some groups; 1o -
SRR ;-mc!uﬁe wht_te farmiales, are some FECs preference for

(R ﬁf.’r'cnner mli;tary personnel mtemal h?nng practlces_
B j-In st FEC:

hirs new efnp[oyees The Lmstabie ecmcmy has -
| also'caused smployess 1o be relictant toleave their -
{-Buffent pesttions; therafoa'e ‘lhere.has been Iattie \' -




sm-rsmen oF IEENTIFIEB aARRfER :

o] framework for conductlng a
R - Alter arm’uﬁsed agencypnlic -'pfu;:edure:__.‘-'i._'_'" : practices ! '_‘-‘that may_
' f_°" pmtmm'h T“pr"‘“ﬁmeﬂ 10 comect the udesired - 1 1ba |mped ng;}the particip: jon -.of Whlte fema!es i the'-- -

R -.":'_’_:";'._Prav;de: FEC W

g v EEG:Officer {ﬂE)EEGO ~fDeputy |
N '.EEG @fﬂcers {DEEBOS) HROs; hiring-officials, -
St supeivisers: and managers, seior’ 1evet managers
s Involved ‘analys R :
o ;’-eﬁerts

 FARGET m"‘rE el
(Must h& speﬁlﬁn}

-::-FECs are-_eq _tred tn establish indiv:duai:zed plarmed _ 3085ptember2014 e -




activities for-execution in FY 2014, _ ¢

a. Ifitls determined that there is.no real barrier at the: actwlty tevel,
an explanation of the tvpe orf re\new conducted wh :

and’ thetr ne)d:_':.stéps'm the process

FECs are required to provide a year_-to-date status brief to: the

NAVIFAC HQ office of EEO/Diversity on their efforts foward - June 2014
accomplishing this plan, FECS. must"_b&prepared to-outline their next & 2L

steps for the remainder of the fiscal year.

REPORT OF ACCOMPLISHMENTS/STATUS OF andior MUDIFICATIONS TO OBJECTIVE: €,




Naval Facilities Engineering Cormmand

e




DEPARTMENT OF THE NAVY

EEGC PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF AN iNBEVEDUALS WITH
- TARGETED PISABILITIES PROGRAM n

PART J-2ITEM 1
COMMAND/ACTIVITY: Naval Facilities 'Engineering Command FY-2012
A TATEMERTORS Sommand Daputy FEO Officer ndmeme BEECCERE Macagers have not mebregularcyith:
IWTD PROGRAM command SEI'IIOI' m&nagemenl oiﬁmais to briefon targeted’ disabiiity| barviers. .
DEFICIENCY:.
Set up a regular schedule tobrief Command Leadership on MTD
OBJECTIVE:
_ . Commanders, Commanding Qfficers, Command Deputy EEQ Officer, Deputy EEO Officers, & PRP
‘RESPONSIBLE Managers ' ' '
OFFICIAL(S): '
N 101172011
DATE DBJECTIVE )
JNITIATED:
TARGET DATEFOR | 93012012
-COMPLETION OF
OBJECTIVE:
o TARGETDATE  (MUST {
PLANNED ACTIVITIES TOWARD COMPLETION OF QBRJECTIVE: BE SPECIFIC) *
Brief senicr management of réquirements 1/34/2012
Schedule and continuefor start conduct briefings 312012

Perthe President’s aew E.O. and new DON policy, cornmandswilt establish a SES ¢r Senior lsader
Champion to increase the hiring of individuals with disabilities.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE:

Tais pianried activily 's cansidered olosed and completed in FY 2012, Regufar mgstings with senior leaders wers estabiivhed and
triefings were sonducted. The MD-715 was brigfed o seninr igatership witich provided a thiorough analysiy of the RAVESC: WVTH
programt. SES Champions were esiablished,




—

DEPARTWMENT. OF THE NAVY

EEQ PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF AN INDIVIDUALS WITH TARGETED DISABILITIES PROGRAM

PART J-2 ITEM 2
COMMANDVACTIVITY: Maval Facilities Engineering Command FY-2012
STATEMENT OF WTD
PROGRAM - Senior Leadarship s not reguiarly briefed on NAVFAC's progress in hiring and advancement of pecple with
DEFICIENCY: targeted disabliitles.

Senior feadership will be updated guazterly on NAVFAC's progress In hiring and advancemant of IWTD

OBJECTIVE;

"RESPONSIBLE Commanders, Commanding Officers, Command Deputy EEOQ Officer, Deputy EEOQ Officers, and PRP
OFFICIALGS): Managers

‘DATE OBJECTIVE T

INITIATED: 112011

TARGET DATE FOR.

COMPLETION OF

OBJECTIVE; 9/30/2011

PLANNED ACTIVITIES TOWARD GOMPLETION OF OBJEGTIVE:

TARGET DATE MUST BE SPECIFIC)

) ) ) o {12012
Establish format.and informationa! requirements for quarterly briefings to include EEQ
objectives and pragress, ]
Commence briefing 2% quartsr FY 11 3112092

Per the President’s new £.0. and new DON policy, commands will estabilish a SES or 143012012
Sanlor leader Champion to increase:the hiring of individuals with disabifities.

This ghained acthvity Is cohsderad Gompletest end Shosed in FYRDTE. Ragular mastings with senicr leadsrs were esiablished sad

‘briafings were condugted. The MD-7T15 was briefed fu senior ieadanship which provided 3 thorough analysis of the NAVRADs IWTD

program, SES Uhamplons wers ideniified and established,




DEPARTMENT OF THE NAVY
EEC PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF AN INDIVIDUALS WITH TARGETED DISABILITIES PROGRAM
PART -2 ITEM: 3

COMMAND/ACTIVITY: Naval Facilities Engineeririg Command FY- 2012
STATEMENT OF WTD

PROGRAM

DEFICIENCY: - Supefvisers and Managers are not consistently invelved with barrier analysis,

q: nmﬁammmﬁw *’N.AVFRE”BQWMWSW&I Btiess Eine  Sup PR Tiierand s
Operaticnal leaders for distribirtion to lower level managers at HQ and at each ECH 1il, ECH WV, PWD, and
.ROICC. All NAVFAC managars will be invited to. providé cofminent and dddiional |deas Deploy

-OBJECTIVE: Intradyction to Barrier Analysis training course when recewed

RESPONSIBLE -Commanders, Commanding Officers, SES, other Senior Leadership-and Depuly EEQ Officers, PRP

OFFICIAL{S): Managars:

DATE OBJECTIVE

INITIATED: 11422611

TARGET DATE FOR

COMPLETION OF

QBJECTIVE: 9/30/2012

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE (MUST BE SPECIFIC}
112011

January:2011: Review triggers and barrers based on workforce data.

April, 201 1 DEECOPRP- Manager salicits-input from lower [evel managess. 4{1{2011

March 2011: Commands submit plans.to invoive managers and supervisors in barrier
analysls effors, CDEEGQs/DEEODS,

-July, 2011: Plan and schedule baier 2nalysis training at.the activity ievel, CDEEQDSs:
3062041, 7!1 1‘2011

Dep}cy-'e\!ersityfbrdataftrend'anaiys_is-when'availab_{e frorm-Navy. - Share barier -~ - - |- 9fi5/2012
.analysis results.

Each guarter report progress during briefs with comfrianders/commanding officers. Each quarter cornmenting January 2012

Note: The biue text immediately below each
planned achivity is the repost of
accomplishments for-activities. identified for
axacution in FY 2013:

REPORT OF ACCOMPLISHMENTS and MODIEICATIONS TO CBJECTIVE:

This. planned objective T3 partially completed becausé some NAVFAC Facilities Engineering Commands raported that thay did not
conduet an in-depth and thorough barrer analysis betause they lacked the recessary compétencios to do and as a resist they did not
involve supervisers and manegers In barrier analysis efforts. However, the NAVFAC continues fo make progress in its barrisr analysis
gifosts.  During FY 2013 NAVFAG headquarters staff; to include SEPMs, SES Champicns, supervisors, managers, senior laadership
_and other relevant stakeholders conducted an in-depth and-comprehensive analysis-of thair workforce throughout the FY to deéntity.
specific-barers and or deficiencles in agency policies and procedures and employmant practices that limit equality of opportunity for
any-or alt groups within the organization. Some Facilities Engineering Commands afso reporied that they had condugied a thorough
and in-depth barigr analysis. Some NAVFAC Special Emphasis Program Manapers and their SES Charpions rriet consistently
throsghout the yedr to discuss angoing baerier analysis effaris. Several NAVFAC Facilites Engineéring Commands o inciude |
Headquariers reported that they briefed and disserninated their barvier analysis-efforts and conclusions te the Business Manageme_n!
Board (BME). The BME is the decision making board that (eads the coordination, integration, and management of NAVFAC Business




and suppor fines; provides direction and oversight of prograris, pollcies, and initiatives that support NAVFAC's workforcs) ang assists
-the CIC in the pricritization, planning, pregramming, budgsting, and.execution of IT projects withiit NAVFAC. Deploying eVarsity for
daiaftrend analysis is no fonger an-option because the uss of eVarsiy as a data system was discontinued in FY: 2013, Barrler analysizs
training was provided and disseminated to the workforce through a varety of methods to include new employse and supervigory
training, montisly conference calls with new DEEOCs, emalls and training slides and fhe BMB, Condutling an in-gepth and.
comprehensive barrier analysis to jdentify specific barlgrs and or deficiencies In agency policies and procedures and employment
practicas that mit equality ‘'of opportunity fer any ot alt groups vwithin the-organization will be continued in FY 20%4. Seo Parl -3,

DEPARTMENT GF THE NAVY
EED PLAN TO ATTAIN THE 'E_SSENT!AL ELEMENTS OF AN INDIVIDUALS WITH TARGETED DISARILITIES PROGRAM
PART J-2 ITEM 4
COMMANDIACTIVITY: Naval Facilities Englneering Command. FY-2013
STATEMENT OF _ .
IWTD PROGRAM NAVFAC does not have a separate budget to fund requests for reasonable accommodations {RA) that
1 DEFICIENCY: -~ - -| -are nol provide by.the Gomputer/Electronic Accommadations: Program {CAP).
. DRJECTIVE!: Establish a separate budget for funding (RA) requasts and deploy.
RESPONSIBLE Cémmanders, Commanding Officers, Command Deputy EEO Cficer, Deputy EEQ Cfficers, and PRP
OFFICIAL{S): Managers; TF Directot and Business Diréctorate
DATE OBJECTIVE . _
INITIATED: 1 100112042
TARGET DATE FOR
CONPLETION OF
QBJECTIVE: 973072013
: . g L  TARGET DATE
PLANNED ACTIVITIES TOWARD COMPLETION OF QOBJECTIVE: (MUST BE SPECIFIC)
[dentify budget requirements with TF Director and.Business Difectorate. 3/31/2013




Establish a budget for funding RA requests and update NAVFAC BMS RA process to.reflect change. 5/30/2013

Disseminate information fothe work force regarding the RA.budget and establish & process for identifying.
1 improvemeriis anid procéss changss and daploy eVersity for datatrend analysis when thecomes.

‘avaitable in FY 13. 913042013

Note: The bius text immaediately below sach
planned activity is.the report of
accomplishments for activities identified for.
exacitfion in FY 2013,

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE;

“Thts pianned objesi ey el and consi d closed 13, InFY 2013 the. FAC established & dgialogue with
ipadfership and identified budgat-requirements for funding RA requests that were not funded by the CAP progrars. It wag decidad

| that it was not necessary lo establish a separate budget for funding RA fequests, because adequate funding seurces were availahle
| even ia the absence of a separate budge!.

SRR AT




DEPARTMENT OF THE NAVY

EEOQ PLAN TQ ATTAIN THE ESSENTIAL ELEMENTS OF AN INDIVIDUALS WiTH TARGETED DISABILITIES PROGRAM
PART.J-2 [TER &

COMMAND/ACTIVITY: Naval Facilities Engineering Cominand FY-2013
TATATENENT.OF

DEFICIENCY: . Lack of commitment to createffurther employment opportunitias for WTDs within NAVFAC,

ORJECTIVE: increase participation rates of WWTDs (2%) in the workforce.

RESPONSIBLE Commanders, Commanding Officers, SES, other sénior leadership, Deputy EEQ Officers and PRP-
| OFFICIALIS): Mariagers '

DATE OBJECTIVE _

INITIATED: 0112012

TARGET DATE FOR

COMPLETION OF -

QOBJECTIVE: 9302015

increase training Initiatives to decrease atfitudinal bariess-and to dispel miyths regarding the employment »

and retention of WTD and deploy 16 the work force. 313042013

Conduct an analysis of current “NAVFAC. First” intemal fecniitment pracess. 613012013

"Resuwey-_the-work-fo_rae=rsqsé5ti’ng-voiuhtary-_se;lf—.ident’rﬁcation-cf\a":dis_abili_ty..using_._s__tanda;d_Fdrm {SF) .
258 9/30{2013

Salicit input from major commands on how to set realistic numerit hiring goals forindividuals with
disabilities and WTD and establish and deploy an action plan. '
93012015

“Note: The blua text immediately below each
planned attivity is the regart of
ascomplishments Tor activities identified for
execution in FY 2013,

REPORT OF AGCOMPLISHMENTS and MODIFICATIONS TO OB.JECTIVE: . o

. Thi& plannsed stjective is not entiraly complated and Wi be continted in'FY 2014, |5 FY 2013 some NAVFAC Facilities Engineering
Cammands repdred that they utiized National Disability Emptayment Awareness Month which occurs annually each October as a
means to inform and educate the workforce about non- targeted disabilitiss and targeted disabilifies and various Hiring authoritles.
At NAVFAG Headquarters, the two WTD Special Emphasit Pragsam Wlanagers in cohcert with the IWTD SES Champilon discussed
in & pubtic forurs why it was necessary to disclose information regarding targeted and nan-targeted disabilities by self denfifying.
They aiso sncouraged employees to ré-validate their disability status, During this public forury Standand Foamn.{SF) 286 was made
gvaiable to emplovees to fill out and complete. Following the publle farum the WTD SES Champion released an emall to the
workfoica teiterating in writing what was discussed- during the public forum which alse included where the SF 256 form could be
obtained and point of contacts for Submitting the form, and encouraging senior leaders, suparvisars and managers with hifdng
authorities to consider nirhg-employees-with disabilities. Some Facilitiss Engineering Commandy-Eagineesing Commands reported
that they cenducted re-validation campaigns with positive regults. NAVFAC alse does not Have acoess (o substantive applicant fow
data 1o condict an acourate basier analysis. ‘Withoul adequate appiicant flow data commands feported that they did not have
ennugh information to determine if WTDs were applylng for MAVFAC positiona-or if they were getting referfed, intarviewsd ar

selectéd for NAVEAC positions. As & result, an analysis of-curtant “NAVEAC First” internsi recruitment process did not octus,




Some Facilities Englnéefing Commands reported that they developed tralning inttiatives to decraase percoived attitudina! barriars
and to dispal myths regarding ths employmeant and ratention of IWTDs, InFY 2043 ane of the NAVFACS identified planned activilies

was to-soliclt input from major commands

on how to set realislic numetlc hiring goals for WTDs and establish and deploy an action

piaf but the continuing fiscal constraints, sequestration, government shut down and the hiting freeze which virtually halted all hirng
actions preclided numeric hiring goals from being-se! in FY-2013, If hirng resumes in.FY 2014 the DON will'issue numeric goals,

Increasing training initiatives 1o decrease attitudinal barrers and to dispal myths regarding the employment and retenion of IWTD

will be inchided in FY 2014 Part 4.




Part J — Individuale with Targeted Disabilities (IWTDs)

£ Section 501 of the Rehabilitation Act of 1973, as amended, 29 U.8.C. 791 requires

‘ federal agencies to take-proactive steps 1o provide equal opportunity to qualified
individuals with disabilities in all aspect of federal employment. Congress has directed
the federal government to serve as a model employer of people with disabilities. The
'NAVFAC is responsible for developing and maintaining an affirmative action program plan
for the hiring, placement, and advancement of individuals with disabilities. The Equal
‘Employment Opportunity Management Directive 715 provides specific requirements for
the NAVFACs Special Program Plan for the Recruitment, Placement and Advancement of
individuals with Targeted Disabiiities ((WTD). It is the goal of The Department of Navy

___(DON) to achieve a workforce representation of 2% of IWTDs.

TR

The statistical data for workforce participation used in this report was obtained from the
Department of Defense Civilian Personnel Data Systems (DCPDS). Data frem DCPDS to
prepare the NAVFACs FY 2013 Management Directive 715 (M D-715) report was
downloaded by Department of the Navy (DON) Equal Employment Opportunity (EEO)
staff on 30 May 2013.

individual with Targeted Disabilities {(IWTD}.

Workforce Analysis
| o _ o 5 2.0% inirius,
{ &n_nrgnrgted EEOC Goal| 2010 2091 | 2012 2013 2013
Fun Participation
MYTD 2.0% 0.73% 066% & | 066% = | 064% & 1.36%
Non-targeted ; : rye P NTA

The paricipation rate of individuals with targeted disabilities has decreased in FY 2013.1n
FY 2012 and FY 2011 the participation rate of IWTD was 0.66% as compared to FY 2010
when the rate was 0.73%. In FY 2013, 0.64% (100 employees) of the NAVFAC workforce
were individuals who self- identified as having a targeted disability. A targeted disability
includes: hearing, vision, missing extremities, partial paralysis, complete paralysis,
epilepsy, intellectual disability, psychiatric disability and dwarfism. This shows a net
change of -1.36% (10 employees) from last fiscal year which is lower than the Equal
Employment Opportunity Commission (EEQC) goal of 2.0% for Individuals with Targeted
Disabilities (IWTD).

In FY 2013, 1.93% (304 employees) of the workforce chose not to identify whether or not.
they have a disability. Of the 1.93% of the NAVFAC workforce who chose not to seif-
identify creates the possibility that the NAVFAC may not have an-accurate record of all
thase with targeted or other types of disabilities.

E To address this concern in FY 2013, some NAVFAC Facilities Engineering Commands
(FECs) reported that they utilized National Disability Employment Awarerness Month
which occurs annually each October as a means 1o inform and educate the workforce

Z



abouf nori-targeted disabllities and targeted disabilities. At the NAVFAC Headquarters, {
the two IWTD Special Emphasis Program Managers in concert with the WTD SES

Champion discussed in a public forum why it was necessary to disciose information

regarding targeted and non-targeted disabilities by self identifying. They also encouraged
employees to re-validate their disability status. During this public forum Standard Form

(SF) 256 was made available to employees to fill out and complete.. Following the pubiic

forum the IWTD -SES Champion released an email to the workforce reiteratirig in writing:

what was discussed during the public forum which also included where the SF 256 form

could be obtained and point of contacts for submitting the form, and encouraging senicr

leaders; supervisors and managers with hiring authorities to consider hiring employe

T

AR SIS aDIee -.

Some FECs reported in FY 2012 and in FY 2013 that aititudinal barriers by supervisors
and managers existed as evidenced by comments made in one on one conversations,
‘training sessions and other public forums. Some of the comments by managers and
supervisors included comments such as they were not comfortable interacting with
individuals' with disabilities, they did not know how to inferact with individuals with
disabilities; etc. Some FECs are addressing aifitudinal barriers with increased training
initiatives and by communicating with other commands to determine best practices for
eliminating the barrier.

Bue to continuing fiscal uncertainty, the DON issued a hiring freeze in January 2013,
which halted the majority of the hiring actions. The majority of commands reported that
the NAVFAG hiring freeze, sequestration, and the "NAVFAC First" policy which only f
authorizes current NAVFAC employees to bie hired, coupled with a low turmover/attrition
rate, causes limited opporiunities for IWTDs and employees with other non-argeted
disabilities to apply for jobs within the NAVFAC. The NAVFAC also does not have access
to substantive applicant flow data to conduct an accurate barrier analysis, Without
adequate applicant flow data FECs reported that they did not have enough information to

- .determine if IWTDs were applying for NAVEAG positions orif they were getting referred,
interviewed or selected for NAVFAC positions. '

in FY 2013 one of the NAVFACSs identified planned activities was to solicit input from
major commands on how to set realisiic numeric hiring goals for IWTDs and establish and
deploy an action plan, but the continuing fiscal constraints, sequestration, government
shut down and the hiring freeze which virtually halted all hiring actions precluded numetric
hiring goals from being set in FY 2013. Some FECs reported that they conducted re-
validation campaigns with positive resuits.

Unlike the decreasing participation frend for individuals with targeted disabilities, the
participation rate of individuals with non-targeted disabilities has increased in each of the
last four fiscal years. in FY 2013, the NAVFAC employed 1,111 (7.07%) employees who
reported non-targeted disabilities. In FY 2012 the NAVFAC employed 1,012 (6.07%)
employees who reported non-fargeted disabilities.

Analysis based on Table B-1 as of 30 May"zo-‘l 3.

3.



Accessions: Total 343

|Accessions| Type | FY2010 FY2011 | FY2012 FY2013
| Permanent|  0.31% 00% & | o044% T | o64n ¥
IWTD _
| Temporary § 079% B 000% &
_ Permanent i 5.54%. & 11.18 £
_ Qther
Disabilities _ _ _
Temporary|  5.70% | 485% 3§ 307% & 10.00% %
Permanent|  2.15% 0.0% % 0.87% ¥ 351% %
Not
Identified | Temporary |  0.95% 1.94% B 0.79% & 667% ¥
No Permarient| 94.50% 00% & | 9315% ¥ | 8530% &
Disabilities| . oorary| 93.20% | 9320% = | o444% ¥ | 8333% ¥

The NAVFAC hired a total of 343 Appropriated Fund (AF) employees in FY 2013, Of
these permanent employees, 0.64% or 2 employées have targeted disabilities and
11.18% (35 emiployees) identified themseives as having other than targeted disabilities,
The 0.64% rate of permanent IWTD rate represents a slight increase as compared fo.

- 0.66% in FY 2012.

in EY 2013, 3.51% (11 employeées) chiose not to provide information regarding-their- -
disabiiity status. In an effort to ensure that individuals are accurately self identified,
several FECs reported that they conducted re-validation campaigns with positive results.
and that National Disability Employment Awareness Month was also used a vehicle to
disseminate information regarding the importance of employees re-validating their
disability status. Of the 2 new IWTD hires, 2 employees were permanent hires and zero
came onboard as temporary employees.

Analysis based on Table B-8 as of 30 May 2013.




Separations: Total 763
Separations | Type FY 2010 FY 2011 FY 2012 - FY 2013
Voluntary | 0:41% 0.31% 2 0.44% & 0.66% ¥
WTD _
Involuntary 0.00% 1668% ¥ 0.79% ¥ 0.00% &
e R R—‘iﬁf‘%'w’?*vggygvgw‘ ”*“"’B”Fsgﬁjg i
Other.
Digabiiities | - PO
Involuntary 3.83% 504% % 3.97% & 667% T
Voluntary 2.14% 1.87% & 0.87% 4 183% ¥
NotIdentified| nuonmtary | 2.13% 1.68% & 0.79%. & 100% §
Voluntary |  92.07% 61.06% & 93.15% T 89.52% 4
No _ . C - .
Disabilities | Involuntary | 94.04% 73.11% & 94.44% ¥ 91.43% &

To gain a better understanding of the NAVFACs individuals with disabilities workforce an
analysis of accessions and separations was conducted. There were 763 separations in
the NAVFAC in FY 2013. Of these employees, 0.66% or 5 employees have targeted
disabilities and 8.65% or 66 have disabilities other than targeted disabilities, Of the 5
WVTDs who separated, ail 5 were voluntary separations. Of those with other than
targeted disabilities, 66 were voluntary and 7 were involuntary. S

Analysis based on Tables B-14 as-of 30 May 2013.

NAVFAT Atcession and Separation Data for

_Appropriated
Fiscal Year Targeted Targeted
Accessions Separation
2013 ~0.64% 0.66%
2012 . 0.44% 2.18%
2011 0.00% 0.31%
2010 0.31% 0.41%

A four trend analysis of accessions and separations-of appropriated fund employees with
targeted disabilities shows that in each of the past fiscal years, the number of separations
has been greater than the number of accessions.
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NAVFAC Population of Individuals with Non- |
T vargeted Disablliies (NTDy - 0 0 !
_ FiscalYear | Number i Perceniage

2013 _ - tant 7.07%
2 oo oo L 8.22%

2001 oo 1,014 0 L 80T%R
R I R N S -1 .

T NAVEAC Accéssion and Separation Batafor. |
o e S Approprgted. o

Nopsergeted-Bisahililiesn
NTD : NTD
Accession | Separation
11.18% 8.65%
5p4%, . . 2555%
L 0.00% L 6.54%
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Unfike the decreasing participation irend for individuals with targeted disabilities, the
percentage participation rate of individuals with non-targeted disabilities has increased in
gach of the last four fiscal years, In FY 2013, the NAVFAC employed 1,111 (7.07%)
individuals who reported non- targeted disabilities. This is & .85% (1,012 empioyees) net
change from FY 2012. In FY 2013 accessions of individuals with non-targeted disabilities
were greater than separations. In prier fiscal years separations of individuals with non-
targeted disabiliies were greater than accessions. In FY 2013, 1.93% (304 employees)
of the workforce chose ot to- identify whether or not they have:a disability. The 1.83% of
the NAVFAC workforce who chose not to self-identify creates the possibility that the
NAVFAC may not have an accurate record of all those with targetéed or other types of

disabilities. To address this concern in FY 2013, some NAVFAC Faciliies Engineering
. Commands reported that they utilized National Disability Employment Awareness Month

which occurs annually each October as a means to inform and educate the workfores
about non- targeted disabilities and targeted disabilities. At NAVFAC Headquarters, the
two IWTD Special Emphasis Program Managers in concertwith the IWTD SES Champion
discussed in a public forum why it was necessary to disclese infermation regarding
targeted and non-targeted disabilities by self identifying. They also encouraged
employees to re-validate their disability status. During this public forum Standard Form
(SF) 256 was made available to employees to-fill out and compiete. Following the public
Forum the IWTD SES Champion reléased an email to the workforce reiterating in writing
what was discussed during the public forum which also included where the SF 236 form
could be obtained and point of contacts for submitting the form, and encouraging senior
leaders, supervisors and managers with hiring authorities to consider hiring employees
with disabilities.

Analysis based on Table B-1 as of 30 May 2013




" decreases in partzcupatlon Tates with the exception of the mechanical engineering ser

MAJOR OCCUPATIONS:

in FY 2013 the major occupations in the NAVFAC workforce were: Engineering
Technician (0802), Contract Specialist (1102), General Engineer (0801), Civil Engineer
(0810}, Contract Surveillance (1101), Environmental Enginger (0819), Management and
Program Analysis (0343}, Mechanical Engineer (0803}, Electrician (2805) and
Maintenance Mechanic (4749).

‘The partm{patmn rate of IWTDS in the aggregate of these major occupations has
204 3-withwean:litte-inereases:o

{0803). There was zero participation of IWTDs in FY 2013 as compared to pariicipation
rates in FY 2010-FY2012. The participation rate of IWTDs in the” major NAVFAC
oceupations is greater than their participation rate in the total NAVFAC workforce. The
enginesring technician series (0802) had the highest participation rate of IWTDs, followed
by the 1102 and 0801 series.

The participation rate of individuals with non-targeted disabilities in the major occupations
has increased in the last three fiscal years in all major occupaticns with the exception of
the environmental engineer series (0818). The NAVFAC major occupations that had the
highest pamcupatmn of individuals with non-targeted disabilities were the engmeermg
technician series (0802) at 8.03%, followed by the contract surveillance series (1101) at
7.94% and followed by the management and program analyst series (0343) at 6.94%. In
FY 2013 the partlcrpation rate of employees with non-targeted disabilities increased in
each of the major- occupatlons as compared to FY 2012 rates with the exception of the
environmental engineer serigs (0819).

FECs with the highest rate of participation of IWTDs include: NAVFAC Washington at
0.89%, followed by NAVFAC Southwest and NAVFAC Mid-Atlantic at 0.73% and
“NAVFAC Hawaii at 0.70%. There was z&ro participation of IWTD at NAVFAC Far East,
Navy Crane Center and the Navy Facilities Institute in FY 2013 and FY 2012.

The NAVFAC continues to make progress in its barrier analysis efforts. Although the
NAVFAC has not reached the 2% goal for the employment of individuals with targeted
disabilities, progress has beer made in the identification of potential barriers. The
NAVFAC wﬂ{ continue to conduct an in-depth barrier analysis in FY 2014 to identify any
barriers that may be preventing the: NAVFAC from reaching the DON goal of 2%
parficipation of IWTDs.

The majority of commands also reported that as a resulf of the new EEQ/HRO service
delivery model many of them lacked the competencies io conduct an effective barrier
analysis. Continued training on how to conduct an in-depth barrier analysis will be
provided in FY 2014,

AT




FY 2013 ACCOMPLISHMENTS?

As discussed earlier in this section, the NAVFAC continues to make progress in its barrier
analysis efforts. During FY 2013 the NAVFAC headqguarters staff;, o include SEPMs.
SES Champions, suparvisors, managers, senior leadership and other relevant’
stakeholders conducted an in-depth and comprehensive analysis of their workfarce
throughout the FY {o identify specific barriers and or deficiencies in agency policies and
procedures and emp!oyment practices ihat hmit equahty of opportumty for any or all

wtheir SES Champmns met cans;stentiy throughout tha :year to d;scuss'ongomg barraer T

analysis efforts.

Several NAVFAC FECs reported that they briefed and disseminated their barrier analysis
efforts and conclusions to the Business Management Board (BMB). The BMB is the
decision making board that leads the coordination, integration, and management of
NAVFAC Business and support lines; provides direction and oversight of programs,
policies, and initiatives that suppart NAVFAC's workforce; and assists the GiO inthe
prioritization, planning, programming, budgeting, and execution of IT projects within
NAVFAC,

in FY 2013 the MAVFAC did identify budget requirements for funding reasonabie requests
(RA} and it was decided that it was not necessary to establish a separale budget for RA
requests because funding sources were available.

in FY 2013, some NAVFAC FECs reported that they utilized National Disability
Emplayment Awareness Month which ocours annually each Qctober as a means to inform
and educate the workioree about non- targeted disabilities and targeted disabilities and

various hiring authorities, At the NAVFAC Headquarters, the two IWTD Specaa[ Emphasis

Program Managers in. concert with the IWTD SES Champion discussed in a nublic forum
why it was nacessary to disclose information regarding targeted and non-targeted
disabilities by self identifying. They alsc encouraged employees to re-validate their
disability status. During this public forum Standard Form {SF) 256 was made available to
employees to fill out and complete. Foliowing the public forum the IWTD SES Champion
released an email to the workforce reiterating in writing what was discussed during the
nublic forum which also included where the 5F 256 form could be obtained and point of
contacis for submitting the form, and encouraging senior teaders, supervisors and
‘managers with hiring authorities to consider hiring employees with disabilities,

The NAVFAC provided a comprehensive biock of training to manageérs and supervisors
Enterprise wide which addressed RA processes and procedures, special hiring
authorities, the MD-715 report and the six essentiat elements of a Model EEQ Program,
the workforce recruitment program (WRF) and the DON goal to achieve a workforce
parlicipation rate of 2% of IWTDs.

Some NAVFAC FECs developed training initiatives to decrease perceived attitudinal
8




bérriers and to dispe! myths regarding the employment and retention of IWTDs.

NAVFAC HQ developed a NAVFAC EEC Community Management plan which was
signed by the Chief Management Officer and was deployed to the NAVFAC Enterprise.
The plan identified competencies and core courses to assist in the development of an
EEQ workforce equipped with-the tools necessary to estabiish an effective model EED
program within the NAVFA, DON and the federal government.

Historically, the Navy Systems Commands {(SYSCOMs} have utilized the fraditional
methiods of independently managing its civilian corporate recruiting and gar‘tnershlg i

r g T TR
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“diversity-focsed organizations. Flowever, most recently the SYSCON S desire 1o
optimize resources and effectiveness of corporate partnerships. throughout the
Deparment of the Navy (DON) resulted in a formal partnership with NAVAIR, NAVSEA,
SPAWAR and NAVFACG, which was implemented in the spring of 2013, Navy senior
leadership endorsed this diversity, recruiting and affinity group partnership and the charter
was developed and signed by the executive directors of NAVAIR, NAVSEA, SPAWAR
and NAVFAC. NAVSUP informally joined the SYSCOM partnership and will fully integrate
during phase 2.

This partnership provides several benefits, which include providing ovarall cost savings fo
the DON; offering opportunities to engage with mare affinity groups; strengthening,
streamlining, and integrating DON civilian recruiling presence; engaging potential falent
across a mix of technological platforms; and delivering innovative sourcing for potential
talent.

The partnership established a working group, which is composed of representatives from
all four of the participating Commands. The working group meets weekly to plan and
execute recruiting strategies and plan events for the DON. Each partnership event
requires four main roles which are: The working group member POC, the SYSCOM event
~tead; the on=site-eventlead, and the recruiter.-The roles and responsibilities are clearly -
outlined for each of the positions, and recruiter training is also provided for everyone who
will be participating in a SYSCOM parinership event befure they can attend.

The foliowing is a list of the approved FY-14 SYSCOM partnership diversity events,
However, although they aré approved planned events that are scheduled for this FY,
attendance may not be possible due to continuing fiscal uncertainty and potential
furfoughing of the DON civillan workforce.




. Caregr | Career |
2013 SYSCOM Events Conference | FairStart | FairEnd | Location of Event
Date ‘Date

Hispanic Engineer Natipnal

Aohievement Awards 10/3/13-10/5/13 1015113 10/5/13

Corporation {HENAAC) E R - New Qrleans, LA

National Saciety of Mispanic 10/9/13 10412713 | 10018 | 10111713

MBAs (NSHMBA) San Antonio, TX

Engingers {(SASE) Philadelphia, PA

National Women of Color 1 40M7HB-10M9/13 | 1071913 | 10/19413

{NWOC]) _ Pallas, TX

Society of Women Engineers. 10/24/13-10/26/13 | 10/24/18 | 1072513 |

{BYWE) Baltimore, MD
‘Hispanic Association of Colleges | 10/26/13-10/28M13 | 10/27/13 | 1027113 |

and Universities (HACLH {hicage, L
Society of Hispanic Professional 10/30/13-1173113 1141713 112113

Engineers (SHPE) Indianapolis, IN
American Indian Science and 10/31743-140213 | 1111713 14113

Engineering Sogciety (AISES) Degnver, CO
“Equal Opportunity Publications - 1223 | 42ens | 1eens | |
| Hire the disABLED (EoP Nov) Washingion, DC

To achieve optimum success, all job fairs scheduled are based on identified areas of low

" participation as reporied by the SYSCOMs Equal Employment Opporiunity (EEO) offices.
Multiple areas of low participation will be the focus of this new strategic recruitment
initiative. Triggers of continuing low pardicipation have been documented for Hispanics
{Males and Femates), Females (White), and Individuals with Targeted Disabilities

(IWTDs) at the majority of NAVFAC sites.

During FY 2013 the NAVFAC updated its comprehensive (RA) process utilizing
NAVFAC's "Business Management System” (NAVFAC BMS) which is the commands’

source for consistent business processes, practices and resources. lt provides a medium
for sharing best practices and serves as a foundation for improving perfarmances across
the NAVFAC. In addition fo consistent business processes, i provides "one-stop” access
for pertinent resources such as regulations, templates, forms, and links to other NAVFAG
tools. The NAVFACU BMS promoles efficiency and effectiveness by capturing best
practices and making them accessible NAVFAC-wide. The RA process also established a
RA team comprised of first level supervisors, HR specialists, RA specialists, Office of
Counsel and other staif as deemed appropriate. This RA process was posted on the

10




NAVFAC portal and was also made avaitable (o the workforce through a variety of other
venues.

The NAFAC did implement a new HR service delivery model in FY 2013, The NAVFAC
extended ssgmﬂcant efforts during the transition to ensure that the resources, processes
and-tools were in place for an effective EEC prograr. -

Some FECs reported that they parficipated in RA DCQ training sessions with DON staff,

Exit interviews were conducted by some commands and interview resuits were analyzed
on a quarterly basis to assess command climate and to identify trends.

Some FECs reported they utilized the DON Workforce Recruitment Pragram (WRP) and
participated in various recruitment fairs and partnered with various Veteran groups.

One FEC established a partnership with Veterans Affairs (VA) to place veterans into the
VA's "No Cost Work Experfence Program” where veterans are cerdified and referred by
the VA, If a veteran is placed in a training program, the VA funds their sslary for one
year, After one year of a veteran’s participation in the training program the expectation is
that the agency/organization would place the veteran in a temporary or permanent
‘position. In the event a placement was not possible the veteran would still have work
experience and could add that work experience to their resumes.

FY 2014 STRATEGIC PLAN
The NAVFAC Disability Program continues to improve. A major component of the

NAVFAC plan is to continue ongo:ng bamer analyms regardmg the part;c:lpatlon rates of
individudls with targeted disabilifies. ™
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DERPARTMENT OF THE NAVY

NAVAL FACILITIES ENGINEERING COMMAND
1322 PATTERSON AVENUE, SE, SUITE 1000.
WASHINGTON NAVY YARD, DG 20374-5068

00T 03 2013

COMMANDER, NAVAL FACILITIES ENGINEERING COMMAND
BQUAL EMPLOYMENT OPPORTUNITY FPOLICY STATEMENT

As Commander, Naval Facilities Engineering Commanc {NAVFAC), T
am totally committed to a command climate of fairness, equality
randsdiversitysr=atl-dadividuale i thin our. command shall be
given Fair treatment, respec emp. ;
opportunity regardless of their xace, coler, religiom, sex,
national origin, age, genétic information, disability, or
participation in the equal opportunity compilaint process. Equal
employment opportunity practices and policies shall govern all
aspects of NAVFAC's operations, mexit promotion and personnel
policies. Such actions shall include but are not limited to;
recruitment, hiring, career development, performance evaluation,
selecticn, transfer, assignment,-benefits,_and.compensation. '

‘ 1

A1l NAVFAC personnel (active and reserve military, appropriated
and non-appropriated fund personnel, contractors) contribute
tremendously Lo our mational security and combat readiness. The
rich diversity of our workforee is a significant asset ‘and is
‘built by creating and fostering an atmosphere where all
personnel are treated with dignity and respect and are
encouraged to reach theix maximum potential. Any employee who
believes he or she has not been provided equal employment
opportunity should follow the procedures at his or her loc¢al

As Commander, I strongly support and affirm the full
implementation of equal employment cpportunity through Model. EEQ
programs at every level within the Command. The federal
government’s special emphasis programs are important teols in
achieving a diverse workforce that reflects the civilian labox
matket of our country and addresses workforce imbalances of
women and minorities; as well as individuals with disabilities,
disabled vererans, and wounded warriors. It is my goal to
place, advance, develop, and retain gualified personnel from all
gegments of society.

Each and every anc of us has a critical role in ¢reating an
envircnment free from discrimination or harassment. A1l

persornel ghall ensuxe their actions fully demonstrate their
commitment am: suppozt of this policy. BEC/diversity is the




responsibility of every employee. and I am counting on all
Commanders, Commanding Officexrs, Directors, SUpPervisors,
managers, and employees to ensure compliadce with this policy.
For more information, contact the NAVFAC Command Deputy Eqgual

Enployment Opportunity Officer at 202-685- 9286 oxr 202-685-S023F.




DEPARTMENT OF THE NAVY

NAVAL FAGILITIES ENGINEERING COMMAND
1322 PATTERSON AVENUE, SE; SUITE 1000
YWASHINGTON NAVY YARD, DG 20374-5085

0CT 6 3 2013
COMMANDER, NAVAL FACILITIES ENGINEERING COMMAND PREVENTION AND

FLIMINATION OF HARASSMENT IN THE WORKPLACE FOLICY STATEMENT

As'Commander,'Naval:Facilities.Engineering Command (NAVFAC), I
want to ensure that all military (active and resexve) ,
civilians, and contractors within NAVFAC clearly understand and

conp Wk EhethesCommanskssRelieyof Prevent ton and _Eliminatlor

of Harassment in the Workplace.

Tt is HAVFAC's policy to maintain a work environment that is
free from.harassment_based-qn-race* color, religion, sex,
national origin, age, genetic information, disability (wmental o
phyesical) , and from retaliatory harassment based on opposition
to discrimination'orqparticipation in £he discrimination
conplaint process. NAVFAC has zero tolexance for harassment or
any other foxm of unlanul_retaliation against any enployee for
reporting matters under this policy or procedure, or for
assisting in any inguiry about such a report.

Harassument is defined as an unwelcome verbal or physical conduct
based on race, color, religion, sex {whether or not of a sexual
nature and incliuding same-gender harassment], national origin,
age {40 and over), genetic information, disability (mental or
physical), or retaliation. Unwelcome conduct constitutes
harassment when:

"1;”Thé'bbnduet'is'sufficiently~sévere-orapervasive.to..“._”
create a hostile work environment; or

2. A supervisor’s harassing conduct results in a tangible
¢hange in an employee’s employment status or
berefitg (for example, demotion,'termination,'failure to
promote, etc.).

all NAVFAC persomiel aré responsible for implementing this
policy and for cooperating fully in its enforcement. Employees
must not engagé in harassing conduct. Any employee subjected to
harassment should promwptly follow the procedures at their local
Cormand for-repbrting-this haragsment. Supetvisors and other
maragement officials must act prowptly and effectively to
correct any harassment that may occur.




( It is everyone's responsibility to eliminate harassment in the
workplace and afford each person the cpportunity to work in an.
environment where he or she is treated fairly and with respect.
For more information, contact the NAVFAC Command Deputy Equal
Employment Opportunity offiter at 202-685-3286 or 685-9023.




DEPARTMENT OF THE NAVY

NAVAL FACILITIES ENGINEERING COMMAND
1322 PATTERSON AVENUE, SE, SUITE 1000
WASHINGTON NAVY YARD, DC 20374-5065

0CT 0 3 2013

COMMANDER, NAVAL FACILITIES ENGINEERING COMMAND
ALTERNATIVE DISPUTE RESOLUTION (ADR) POLICY STATEMENT

As Commander, Naval Facilities Engineering Command (NAVFAC), I
want to: emphasize my commitment tc o ' ry Alternative
complaints, grievances, or. other
workplace. Voluntary'participation in
adversely affect any individual‘s statutory and/or regulatory
avenues of redress such &as Equal Employment Opportunity (EEQ}
complaints, Inspector General (IG) complaints, formal
grievances; appeals, atc.

Voluntary ADR has proven to be an effective method of resolving
workplace cenflict and it is best described as assisted
negeotiations between two {or more) partiesswith\impartial
mediators facilitating the proceSS.but'rePresenting neither side
of the dispute. It is a private process with each party
empowered to -decline further discussion and to independently
determine whether an agreement ig possible Or necessary. ADR is
one of the most powerful tools in resolving conflict in that the
two parties retain control cver decisions and agreements rathexr
than relinguishing that power te a third party adjudicator. ADR
is'particularlyzuseful_wheﬁ the two parties must continue some

~ type of relationship (i.e., such as co-workers, subordinates to
"éféﬁﬁéféiédf}'étC}yg-To.ensuregprompt-resolution~ofuaucomplainth.
at the earliest stage, T ask all supervisors and managéfSIto
engage in ADR efforts when requested by employees.

I strongly encourage all employees to consider voluntary ADR as
a means of resolving workplace dissatisfactions as they arise.
For fuxrther information, regarding the ADR process, please
contact the NAVFAC Office of General Counsel at 202-685-9116.

T,

e
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W1thout accommcdatlon, cther quall

DEPARTMENT OF THE NAVY

NAVAL FAGILITIES ENGINEERING COMMAND
1322 PATTERSON AVENUE, SE, SUITE 1000
WASHINGTON NAVY YARD, DC 20374-5085

6CT 0.3 2013

COMMANDER, NAVAL FACILITIES ENGINEERING COMMAND REASONABLE
ACCOMMODATION (RA) POLICY STATEMENT

It ig the policy of the Naval Facilities Engineering Command
(NAVFAC) to commit to the fair and egual employment of people
Wlth dlsabllltles Reasonable Accommodation {RA} 15 the key to

mithidermanisindiydduad wﬂl%ﬁ' e toR ALY

face barriers to employment without the accommodatzon process.

It is the policy of NAVFAC to reasonably accommodate gualified
individuals with disabilities. This policy applies to all
applicants, employees, and employees seeking promotion
opportunities. In accordance with the Rehabilitation Act of
1973 and the Americans with Disabilities Act, accommodations
will be provided to gqualified individuals with disabilities when
such aceommodations arve directly related to performing the

.essential functions of a job or competing for a job, or to

enjoying the kenefits and privileges of employment. An
accommodation is an adjustment or alteration that enables a
qualified person with & disability to apply for a job or perform

job duties.,

Employees with disabilities who degire accommodation shall

request an accommodation either orally or in writing to his or
her immediate supervisor or to another supervisor o manager in
his/her chain of c¢ommand in accordance with Department of Navy ]
“pivilian Human Resource Maiiial, Subchapter 1606. " e

Managers and supervisors have the primary responsibility to
recognize potential situations and tdke the necessary: actions to

process RA requests. 1 exXpect all employees, supervisors and

managers to fully support the goals and objectives of this

policy.

For further information, contact the NAVFAC Command Deputy Egual
Employment Opportunity Officer at 202-685-9286 or 202-685-9023.

e




DEPARTMENT OF THE NAVY

NAVAL FACILITIES ENGINEERING GOMMAND
1322 PATTERSON AVENUE, SE, SUITE 1000
WASHINGTON NAVY YARD, DG 20374-5065

COMMANDER, NAVAL FACILITIES ENGINEERING COMMAND
DIVERSITY POLICY STATEMENT

As Commander, Naval Facilities Engineering Command (NAVFAC), I
pelieve that people are Naval Facilities Engineering Command’s
RS TUAR T AESer DI ERerenty penplerbringraliterents -

experiences, talents, and abilities, any of which could prove

decigive for mission readiness and innovation. Adherence to the
principles of inclusiomn, norn-discrimination and equal
opportunity contributes to readiness by promoting respect,

trust, and cohesion among members oOf the workforce. Diversity
also enhances readiness by inviting new perspectives and
improved ideas to solve problems.

In embracing this philesophy, NAVFAC'S goal is to develop and
use a systematic approach to achieve giversity and inclusion
that =nsures we attract, retain and capitalize on the gkills,
talents, and potential of our workforce. By supporting
diversity, we also support readiness, thereby enabling us to
meet the changing demands of current and future missions. These
practices contribute to our ability to recruit, develop, and
retain the best and the brightest across the total force. For
more information, contact the NAVFAC Command Deputy Equal
Employment Opportunity Officer at 202-685-9286 ©r 685-9023 or

_ the NAVFAC Diversity Office at 202-685-3277.

I%J/Z ' GoﬁY
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Naval Facilities Engineering Command { ’
EEO Discrimination Complaints Process "

T e R S S e S P R e R T S e

“Each and everyone of us has a critical
role in creafing an environmmerit free from
discrimination and harassment. All
personnel shall ensure that their actions
duly demonstrate their support of this
every employee, and I am cotnting on all
Commanders, Commanding Officers,
Directors, supervisors, managers and
employees to ensure compliahce with
this policy.”

NAVFAC HO EEO

CDEEQO - Leo LeCompte (202).685-9023 :
Command Ms. Kym McRae-Haeffner {202) 685-9286 Coemmand De_puty

EEO Officer M. Rusself Lowe (202) 685-9078 EEO Officer
EEQ Complainis Infake : o
NAVFAC Gommander NAVFAC Washington (202) 685-3193 EEO Director
RADM K. L. Gregory ir. Leo LeCompte {
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FY 2013 EEO Program Status Report
Subordinate Contmands (Echelon TIT)

AT

NAVFACPAC | 2311  {HRO/EEO Hawait es
| EXWC ' ' 874 HRO/EEQ San Diego Yes
NCC L _ 84 HRO/EEOD Norfolk Yes
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‘MrRae-Haeffner, Kym CIV NAVFAG.'HQ,. BD

Ta: Lelompte, Ferdinand P CIV NAVFAC HQ, TF
Bubject: RE! NAVFAC EEO Program AssessmentFY13 MID-715 Report {AGTION}

----- =Original Hessage----—
From: Carty, Willlam W SES NAVFAC HQ, CMO
Sent: Friday, September 96, 2613 18519
Tn. Mnrtou, Dauglas G RDML NAVFAC Lant, ae, Huilenburg, Bret 3 HDﬁL NAVFAC PAC BBJI

= AIDLANT - &

A L : 'Ti»:!‘g ik ot st A

Maurer, Clifford M CAPT NAVEAC SW, ESWD; Edmonds, Antonio M CAPT NAVFAC Washington, €0;
Edelsan, Mark K CAPT EXWC, §8; Williamson, tMichael D CAPT NAVFAC HI, 98; McLean, Robert CAPT
NAVEAC EURAFSWA, €O; ‘Shephard, Glenn CAPT NAVFAC Marianas @@'

Cc: Chandler, Don R CAPT NAVFAC HQ, @9; Iselld, Steven SES NAVFAC HQ, 08; Lynch, Pete S CAPT
NAVFAC PAC, 89; Borowy, Jeff T CAPT NAVYFAC LANT; Millinor, Dave U CDR HAVFAC HG, TF;
LeCompte, Ferdinand P CIV NAVFAC HQ, TF

Subject: NAVFAC EEQ Program Assessment/FY13 MD-715 Report (ACTION)

Admirals, Skippers,

It's the time of the year again when we have the opportunity 16 move the ELO program shead
toward the goal of making NAVFAC the "Model EEO Program” thrnugh the Management Directive-715
report {MD-718). This annual report is -the basls of NAVFAC's EEO Pragram Assessment conducted
each year by the Office of the Assistant Secretary of the Navy (Manpowsr #nd Reserve
AFfairs). Your accomplishments an how well your command is performing should be annotated in
this year's report. In addition; preéparation of the report can help Bach command ldentify
and address opportunities to improve their EEO programs.

In a normal year, the MD-715 report process would have been starting in the June/July time
frame, however the start this year was delayed by complicatiohs with DON/GCHR database that
would normally provides the necessary data tables to conduct a proper barrier analysis. As a
-~ result of the-database complicationsy the-Total Force-staff hat to-work -diligently for-
several weeks to build the tables for each commend from the rew data provided by OCHR and
they have been provided to youp EEO staffs.

An additional change this year that has impscted the schedule is the earlier due date of
DON's signed repart to EEOC., Because of the shifted desdline for completion, the DON Office
of EEQ and biversity'ﬂanagement must begin writing the DON report earlier in the process.
While NAVFAC's final reéport is due to the DON by 21 Nov 2613 which is roughly the same tima
as last year, they ars requesting certain slements (Part G) of the report be subritted early
so they can begin their roll np. In order to meet this early due date for Part G and the
oveérall report desdline, the following due deteés are establishing for submitting your FY13
MD-715 Reports: '

~ 16 September 2€13 - Echelon III Final FY13 Part G to include any required supporting
docunients for & consplidated roll-up to DON/EED
+ 38 Saptember 2013 - Echelon TIXI FY13 reports are due to HQ.

while it is preferred that the report submitted on the deadline include the required
signature pages, a separate submission of signature pages will be allowed if submitted no
later than 21 October 2813 for achelon III. However, no substantive changes to your repart
can he made after the 21 Oct date.

ek 2 7 Ao o M@ i A
'“NAVFAC MN, co; Laplatnay, Chris S Capt NAVFAC NN, ea, Kiwus, Chris H CAPT NAVEAL SE, 66,

Sy




_ Thank you for your assistance in the timely submission of this critical report. I know that
{ we'va accompllshed @ lot in this area and we contlnue to. receive tremendous support and
commitment for EEQ and diversity: XIt's importamt that NAVEAC®s report reflects this.

HQ point of contact is Mr. Leo LeCompte, CDEECO at 202-685-9823 (DSN 325-9923).
V/R
Bill Carty

Bi11 Carty

267-685-9165 (w)
282-486-2433 (c)
william. carty@navy.imil
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55— 14 & 643 594 38 o 75 o 0 ) o g 0, o g
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__|%|  1g0% 3770 13,219 2.83% 0.00%: 0.00% 0.00% 0.00% 0.00% 0.00% 2.83% 0.00% 0.00%
Groflg » 07 |ol—251 B 21 3 _2 b 0 0 s [ ! 0 a_ |
%] 10084 ~ 2.35% 8.37% 1.20%. 0.80%: 0.00% 0,00% 0.00% 0.00% | 0.00% 0.40% 0.00% 0.60"
Grade -08- n.. 641 R 46" e .n [t} N 0 0 3. i) a : 1] 0
deal 1008 1,09% 7.18% 0,00% 0.00% 0.00% -0.00% . 0.00% 0.00% o,00% [ 0.00% 0.00% 0.60%
Grade -~ 09 |29 13 42 7 2 ER 0 __0 a. 2 1 L2 B
<n| 1600% 1.90% 7.25% 1:21% £4.35% 0.00% 0.00%_ | 0.00% 0,00% 0.35% 0,37% D,35% 0.00%
Grade - 10 # 2505 . 53 23 153 18 . [ 3 [ ) ..n 1 . 2 4] 2 0
. Al 100% 2.32% 91178% E.11% 1.72% 0;,24% 0,12% 0.00% 0.16% 0.04% . 0.08% 0.00% 0.08% | 0.00%
Grade~ 11 |ad—adl 11 426 23 o_.1 ¢ B 0 TSR a__ 0 9_ L
. ~ I=s] 1009 2.29% 92/41% 5.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% o.o0n% C.O0% 0,00% 0.00%
Grade - 12 L% 75 b2 @ 3 g [ o 0 0 0 D. o g i
. " 1008 | 7.67% 93113% 4.00% 0.00%% 1.00% 0.00% 0.00% 0.00% 0.00% 4.00% 0.00% 0.00% 0.00%
Crete-13 Ll 13 CH ) 1 0 "o o 0 o o 6 | 9 e ]
j Yol 100% 0.00% S2:81% 7.58% 0.00% 0.00% 2.00% 1 D.00% 0:00% 0:00% 0.00% 0.00% 2.00% 0.04%
Grade-~14 L& g 1 . [V 0. . o 0 i ‘D il 0 o__ 0 i}

. ~ 1%l 100% |0 16.67% | B3iH3% 0.00% D.00% 0.00% 0.00% .00, 0.00% 0.00% 0.00% 0.00%. 0.00%: 0.00%._.
Grade -15 1 5 0 : i 0 - C 0 S0 [ 0 i 0 0
o 2| 100% 0.00% 100;:009% 0.00% 0.00% | 0.00% | 0.00% 0.60% :.00% 0.005% 1. 00% 0.00% .0,00%. 0.00%
Grade - 46 L 2 ] . . o g _o ] 0. 50 o ] 0 0 0

%l 100% 0.00% 100:00% | 0.00% 0.008% 0.00% 0.008% 0.00% -0:00% 0.00%. 3.00% 0.00% 0.00% 0.00%
CHECKER dgn8 ag /4584 333 151 it a 4 1 kY 4 s}




Tdtal by Disability Status

Job Title/ wm_.mmm TOTAL TOLTMat 108-94} Targeted : 1303 Missto _Hw_ prirtial | [78] Compinin ._E.._. : .
Enm_.m_._aﬂ .mmm..sa__._u__.,. Uw”w.__ﬂ____ (151 Hitaring | . [21] Visfon mx_.wd:.__nc%. “Parakysis ’ vmaw.w_.m mﬁaﬂuﬂr ey

Engneering Technital Seres | # 1,133 22 g1 B8 o 2 5 o 4 3 1
0802 w1 100% C1.94% g.058, 0.53% 0.00% | D:18% 0.00% ©,00% 0.00% 0.26% 0.09%

Contracting Sefies 1107 |FE-—as i 55 32 - L o o 8. o : o
: o | 100% 1.,14% 5,72% 6.31% T.00% 0.18% 000% | 0.00% | 0.00% D.60% B.10%. | 0.00%

Geferal Engineering Series | # 690 14. 35 3 i) i 0 ) 1 6 2 a
0801 mg | 100% 2.03% 5,07% 0.43% | . 0.00% 6.00% 0.00% 0.00% | 0.44% 0.00% .| 0.2 | 0.00%

Givl Engineering Series.0810 |- 673 2. . 30 9. . _° L I kL — 2 0 2
. o | 100% 233% . | 44 0.00% | 0.00% 0.00% 0.80% 0:00% | .0.00% G.00% | 0.00% | 0.00% 0.00%

General Business and Induskry| £ 554 16 44 't o n 0 Q. B 1 o 0 ‘0
Series 1301 s b 100% 2.89% 7.045% 0.18% B.00%s 0.00% 0.60% o.00%. | D.00% 0.12% 0.00% 6.00%. 0.00%.

Enviropmentat Engineering | & 1. 5 20 0 a o i - 9 B e 0 v
Serles D81 o | 100% 1BO5.03% | 0.99% 1 3.98% 0.00%. | D.O0% 0.00% | 0,009 a.00% | 0.a0% 0.00%. | 0.00% | @.00% | 0.00%

Managemeant and Progeam | # 447 fE 403 13 E 2 | .1 1 [ 0 0 o 6. | ¢ 8
Analysis Series 0343 o, | 100%  1E00,18%: | 2918 6.04%. | D.45% 0.22% 0.22% 0.00% 0, 50% 0.00% £.00% 0.00% ‘a,00% 0.00%:

Mechaiical Englneenng Series] 438 i 406 9 23 o 0 0 0 ¢ 0 o ¢ I O 1
oE30 W | 100% |F02.60% | 2.05% 5.75% 0.004% o.000 | 0.00% 0.00%. | . G.00% 0.00%. | 0.00% 0.00%. nanes, -} 0.00%
Architecture Series 0808 £ 383 . 36 S =2 i : . 5 - 2 - 8, - ! L L .H LS
. B, 1 100% 1E:03,77% 1.30% 4,94% 1.04% . | 0.26% 0.00% 0.00% 6.00% 0.26% | 8.26% 0.00% 0,26% 0.00%

Informetion Techrology | # 335 3 31 5 1 1 0 1 o i g .1 1 g
Management-Seiles 2210 | j2on7o% | 0.B1% 8.40%- 1.36% 0.27% 0.27% - | 8.00%: . | Di27% 9,00% 0.47% 0.00% 0.27% ! 0.00%

5,669 107 a7 24 1 z o




Table B8: NEW HIRES By Type of Appointment - Distribution by Disability
¥olal by Disahility Status Detail for Targeted Disabilities
Typeof TOTAL 2 - - - = 191]
_Appointment o posingl | fouy e [oi-ea] | varpeted . L rag) Missing | (891 Parttal. | 79 Cofmiplets : [l L8 .
ppol Dbty | Identified | - Disobtity olsabiity. | VL Heamng | [ZLVIsen 1§ Gorremeties fgw_,.a.m. Coaralysig | 152 Eallepst _wn.a_nnaa. Psychiatiic | {92) Lrathsm
) ; = . ) ' : i isahitity Disability
. : #f 313 1 28% | 11 35 2 0 0 0. 2 0 0. 9 2 0
Perinanent - - - - - - - - e
_ sl in6% | 85308 | 3.51% 11.18% | .0.64% 0.00% | 0.00% | :0.60% 0.00% 0.00% 0,00% 0.00% 0.64% 0,00%
o #* 30 N 3 o [} 0 B 0 0 i} 0 0 )}
Temporary ——s 5 - - y— - o - g - n
_ % io0% | 83.23% | 6.67% 10.00% | 0.00% 0,00% 0,005 0.00% 0.00% 0.00% 0,00% 0.00% 0.00%. 0.00%
Total #| 343 2924 13 28 2z ] ] o 0 ] 0 R 2 o
) 100% 25,13% 3,78% 11.08% '} 0.58% 0.00%. | 0.00% 0:0G% 0.00% 0.00% 0.00% | 0,00% 4,58% D.00%
Priar Year % 100% 85.13% | 3.79% 11.08% 0,58% 0.00% 0.00% 0.00% b,00% 0.00% 0.00% 0.00% 0.58% 0.00%
checker 343 792 13 a8 0 0 0. 0 Q o
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B13: EMPLOYEE RECOGNITION AND AWARDS - Distribution by Disability

Detail for .qmnmmnon Disabilities

Program # Awards | TOYAL [01] Not . f06-941 Targeted GS... Missl .mm.mu Partial {{79] C .ER 203
T : : ; 0 LG argeted: I - (307 Missing al, ompters | i S
Given Total Cash Tdentified BRlysmlty Blaabllity {38] Haaring | {21} Viston. Extremeties Faralysls Parglysls (821 Epllepsy Hmm_mﬁm__..ﬁ ' {921 Dwarllsm
Time-0ff Awards, 18 hours .
Total Time-OF Awards Given » 1,052 u.u. 50 3 o n a & e 2 . 1 ..c. -
L ) 9. 100,00% A.05% 4. 75% ¢.29% £3.00% -0.00% 0.00%, 5.00% 2.005%: 1.19% 0.20% 0,00 0.00%
Tor Faurs. s == - : - = 3 : - T ==
Average Hairs ) 0 .0 0. o} 2] )
Time-0H Awards - 3+ hours
- 3 3 . - "
Total Yme-Dif Awards Glvan |© - =3 .m .Hm .w " 2 - c " c o - m.. z - - 2. 2 a
wy |- 104.00% 327% 9,805 1.96% 6.00% B,0086 1.00% 0.00% - D00%.  hE5% 0.00% 1,31% 3005
mﬂa....m— Hours ) ) j j .
Aversge Homrs o i} 4] n 0 ¥
Cush Awards: $100 - £500 . m . . B
Tatal Cazh Awarids Given £ .H?Mmm. =8 B - 12 - 2 5 L 2 e 2 2 0 3 ! -
. g | 100.80% 2,16% 6.25% 0.93% 0.08% 0.0{1%. 108% 0.15% 0.00% 0.15% 0,00% 0.39% 0.08%
Total Ampunt R - : = r
Avorags Amaunt o 1] b} ‘D n. 13 o 1] M q
Cash Awards: $501+.
Total Exsh.Awards Given o .Mwm.Nm... m.m wmm 4 o . c -1 B Ry 0 0 * 3 0
o | 1D0.,00% 1.35%% 5.64% 0.14% 0.80% 0,00% B.0¥% 2.00% .00% 0.00% -0,00% 2:10% 0.00%
[Fotal Amount L
. .?_.mz_.ﬂu Armpunt- i}, a. o D - 5
Ouality Stop Increases: ) . ; ) -
N el 72 2 g g 6 [ o 0 o | o [T e T o 0
Jow | 100.00% 2.78% 0.00% 0,00% D% 0.00% 0.00% {005, 00095 0,00% By 0.00% 0,009 .
Total Banaflt ’ - g ? ; : =
‘{Avernge- Renalft 0 o
5,500 103 311 23 1 o 2 o 4 1.
T .._.,_.fFY‘..




,..um__m_m u..a. mmvbﬁa.m_uzm m< ._.cvm of Separation-- pistribution by U_mmu.__q
._...anm_m u< Disability’ mnmﬂ_m Umwm__ for Targeted u_mmw:_n_mw
Type of ToTAL 8 - 501 Th]
Saparation o i 1053 Ne 011 tat, am gay. ‘argeted ] . [30% Misting | 169)-Pastial |[79] Comnpletz| I L
. Disabiity- orwtod | Disasitey | Oabity {1161 oaricip | [2HIVISIon | pycemeties | paraysls | Parlysis 182) Follspsy ﬁw_wﬂw_ ﬁm__ﬂﬁ_ﬂn 192] Dwarfism
valumtary " 753 633 TN 66 | 5. - - - 2 - e . 2 S -
_ ol 100.00%  89.52%| i 1:83%|  B.65% 0.66% 0.00% 0.00%{  0.00% 0.26% 0.00% 0.00%% 0.26% 0.13% 0.00%
? = s = : e e
L . § 105 BEE 2 7 - - - - - - - - - - F
: ! sl 100,009  91.43% 1.90% 6.67% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00%].  0.00% 0.00% 9,00% 0,000
. @ 868 3 779 & 16 73 5 - - - 2 - - 2 i . -
Total Ssparakions - e . - - - - 1 - N v
| 100.00%0 .. $89.75%} 1 1.84% 8.41% 0.58% 0.00% 0.00% 0.00% 0.23% .00%| 6.00% 0.23% 0.12% 0, 00%:
- ) & 15,711, 14,296 304" 1,111 100 20 8 ) 2L ‘10 4 19 ] 25 q
Fatal Worldfarze - - - m—— s - - - s
. sl 100.008) 20.59% 1.53% 7.07% 8:64% 0.13% 0.05% 0.01%| 0.06% 0.03% 0,52% 0,05% 0.16%). 0.03%




